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ABSTRACT 
Job satisfaction and organizational commitment in the foodservice industry have been 
examined but there have been few studies of job satisfaction and organizational 
commitment conducted in the nursing home foodservice. The purposes of this study were 
to determine whether job satisfaction correlates with organizational commitment, and if 
job satisfaction and organizational commitment are impacted by generational differences 
ii 
of employees in the nursing home foodservice. A stratified random ,sampling of 44 nursing 
homes from 9 counties located in West Central Wisconsin yielded 15 nursing homes. A 
job satisfaction survey and an organizational commitment survey were administered to 76 
nursing home foodservice employees. The overall means for job satisfaction and 
organizational commitment were 4.04 and 5.35, respectively, out of a possible 7.00. 
Satisfaction with, work itself correlated to organizational commitment and to three 
subcategories, organizational identification, involvement in the organization, and loyalty; 
iii 
however, satisfaction with work did not correlate with satisfaction with pay, benefits, or 
operational procedures. Significant differences for the generational groups were seen for 
two of nine categories of job satisfaction (pay and operating procedures) and one of three 
categories of organizational commitment (loyalty). Results from this study will help 
nursing home foodservice supervisors understand the job satisfaction and job commitment 
of multi-generational employees. 
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Chapter I: Introduction 
Hiring and retaining foodservice employees is always a challenge for supervisors 
in long-term facilities. One national data source suggests turnover rates are 45 percent for 
nursing homes (Straker & Atchley, 1999). With this high rate of turnover, it is evident 
there needs to be further investigation of job satisfaction and job commitment to maintain 
adequate staffing in long-term care facilities. Long-term care frontline workers provide 
80 percent of direct services to nursing home residents (Straker & Atchley, 1999). Within 
the next twenty years, the Baby Boomers may require the need for long-term care. 
Meeting the needs of job satisfaction and job commitment oflong-term care frontline 
workers is a challenge to foodservice supervisors. 
There have been many studies done onjob satisfaction but none specifically in 
nursing home foodservice employees. It is important for a foodservice organization to 
retain employees and yet many foodservice managers have little understanding of how to 
satisfy their employees and what efforts are needed to retain employees (Feinstein & 
Vondrasek, 2001). Job satisfaction relates to attitudes or feelings towards one's job 
(Nelson & Quick, 1997). A person may have cognitive, affective, or psychosocial 
reactions towards their job (Greenberg & Baron, 1997). There have been multiple 
theories that suggest why employees feel as they do about their jobs (Yip, Goldman, & 
Martin, 1998). One theory developed by Locke as cited by Yip, Goldman, and Martin 
(1998) is known as the value theory. This theory is based on how an employee 
determines what is important rather than the fulfillment or unfulfillment of their needs 
(Yip et aI., 1998). Lawler as cited by Yip, et aI. (1998) also has a theory onjob 
satisfaction. Lawler believed the drive for job satisfaction was by a motivational 
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framework (Yip et aI., 1998). This theory is. how a person measures job satisfaction based 
on what the employee received versus what they feel they deserved (Yip et aI., 1998). 
Another theory of satisfaction is Herzberg'S two-factor theory. This theory suggests that 
satisfaction and dissatisfaction stem from different groups of variables such as motivators 
and hygienes (Greenberg & Baron, 1997). These theories help to understand job 
satisfaction, but job satisfaction does not mean a person is committed to the organization. 
Organizational commitment is the extent which an individual identifies and is 
involved with his or her organization andlor is unwilling to leave it (Greenberg & Baron, 
1997). There are some basic dimensions of organizational commitment. The focus of 
commitment is when a person can be committed to their organization, department, 
specific job, other employees, andlor supervisor. The bases of commitment or the 
motivation to commitment include side-bets orientation and goal-congruence orientation. 
Three distinct aspects of commitment are continuance, affective and normative . 
commitment. Moving an employee towards commitment to the organization can be 
challenging to a manager. 
Managing inter- and intra-generational expectations is a challenge to the 
foodservice supervisor. Employees of different generations have their own beliefs and 
opinions about job satisfaction and organizational commitment. The different generations 
in the workforce today are the Traditionalists, Baby Boomers, Generation X, and 
Millennials (Lancaster & Stillman, 2002). It is important to encourage all these 
generations to work within a cohesive unit. This may lead to job satisfaction and 
organizational commitment for the employees. 
Statement of the Problem 
The purpose of this study was to document whether job satisfaction correlates 
with organizational commitment among foodservice nursing home employees in West 
Central Wisconsin. The second purpose of this study is to determine if job satisfaction 
and organizational commitment are impacted by generational differences. Data was 
collected through surveys at each nursing home in West Central Wisconsin from April 
2005 through March of 2006. 
Research Questions 
There were four research questions this study attempted to answer. These 
questions were: 
1. Are there aspects of job satisfaction that are significantly higher or lower in 
nursing home foodservice employees? 
2. Does job satisfaction have an impact upon nursing home foodservice 
employees to remain committed to the organization, affect their organizational 
identification, organizational involvement or loyalty to the organization? 
3. Do generational differences in the workplace have an impact upon job 
satisfaction and organizational commitment? 
4. Are the years of employment in foodservice related to job satisfaction or 
organization commitment? 
Definition of Terms 
The following terms need to be defined for clarity of understanding. 
Frontline workers. Nurses, nurse aides or assistants, dietary aides or foodservice 
workers, home health aides, and personal care assistants. 
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Job satisfaction. The reaction, pleasure and/or contentment an employee 
experiences from his/her job. 
4 
Job commitment. The extent to which an individual identifies and is involved with 
his or her organization and/or is unwilling to leave the organization. 
Traditionalist. Person born between 1945 and earlier. 
Baby Boomer. Person born between 1946-1964. 
Generation X Person born between 1965-1981. 
Millennial. Person born between 1982-present. 
Assumptions and Limitations 
One assumption was that each nursing home has employees from each 
generational group. One limitation was that all employees of each nursing home 
foodservice would participate other than not consenting to take part in the study due to 
illness, vacation or leave of absence. Another limitation was the assumption that these 
nursing home foodservice employees are representatives of nursing home foodservice 
employees throughout the United States. This fact may decrease the generalization of the 
results to nursing home foodservice employees in general. 
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Chapter II: Literature Review 
This chapter will discuss selected studies and theories and their impact on the job 
satisfaction and organizational commitment of the nursing home foodservice employee. 
In addition, this chapter will discuss how the generational work force of the 
Traditionalists, Baby Boomers, Generation X, and the Millennials differ in their view of 
job satisfaction and organizational commitment. 
Job Satisfaction 
A key work-related attitude in the workplace is job satisfaction. "It is one of the 
most widely researched and studied work attitudes" (Greenburg & Baron, 1997, p. 178). 
This is one area of work-related attitudes that is of high interest to managers and 
researchers (Nelson & Quick, 1997). Job satisfaction can be defined as the reaction, 
pleasure and/or contentment an employee experiences from his/her job. The most widely 
used definition of job satisfaction is by E. A. Locke which describes job satisfaction as a 
"pleasurable or positive emotional state resulting from the appraisal of one's job or job 
experience" (Nelson & Quick, 1997, p. 106). As cited by Murray (1999, p. 14), Paul 
Spector regards job satisfaction as "a cluster of evaluative feelings about the job." 
Attitudes are more than just how one feels about the job. These attitudes can be 
categorized in three components. The evaluative component is how the employee feels 
about the aspects of the job and the people they work with including the supervisor. The 
cognitive component relates to the employee's beliefs about their work. Page and 
Wiseman (1993) researched who was more satisfied with their job. The individuals in this 
study most satisfied with their jobs were white-collar workers both professional and 
managerial. As people's ages reach into the 30's or 50's they tend to be more satisfied 
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with their work. In their 30's, an individual's job satisfaction results from becoming more 
successful in their careers. In their 50's, people have accomplished what they want in life 
or they have resigned themselves to accept their fate in life. People that are more 
experienced at their job are more satisfied. Those individual's that are most dissatisfied 
are blue-collar workers and less experienced workers at their jobs. People in their 40's 
may feel disappointed in their life or work which may reflect that an employee is paid 
differently or lower than another employee. Another example of cognitive component 
would be whether management knows how to do their job. The behavioral component is 
how one acts towards their work, coworkers, supervisor, or policy and procedures. Saari 
and Judge (2004) looked to find major gaps between the area of human resource practice 
and scientific research in employee attitudes especially towards job satisfaction. The 
three major gaps consisted of three issues; employee attitudes, positive or negative job 
satisfaction, and how to measure and influence employee attitudes. 
Saari and Judge (2004) examined how disposition or personality, cultural values, 
and employee attitudes influenced job satisfaction. The finding for disposition or 
personality influence upon job satisfaction is the work itself as evaluated by the 
employee. The cultural influence is based on how the employee feels about work and job 
satisfaction as influenced by their cultural values. Companies are growing worldwide and 
knowing cross cultural differences will be important to know how these differences effect 
job satisfaction. In research findings, job satisfaction is influenced in work situations by 
the work itself. The second gap examined the positive or negative job satisfaction 
through job performance, life satisfaction, and withdrawal behaviors. The research 
indicated that job satisfaction is a very good predictor of job performance. Job 
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satisfaction through life satisfaction is very dependent on how well a person's life is 
going. If an individual is having struggles in their life, the feelings and attitudes may 
extend into how the employee may be dissatisfied about their job and vice versa. The 
research has indicated that withdrawal behaviors for job dissatisfaction such as lateness, 
grievances, and alcohol or drug abuse should be studied as a group rather than 
individually to get a better assessment for job dissatisfaction. It is important to better 
evaluate job satisfaction and withdrawal behaviors to reduce the costliness of employee 
turnover. The third gap is how to measure and influence employee attitudes. This can be 
done through surveys, focus groups and employee interviews. The facets of job 
satisfaction should be measured to obtain a better overall measurement and reliability. It 
will be important for human resource employees to know how to interpret the data from 
information obtained from the company's employees and to compare the results to 
industry and other norms. With accurate information given by feedback or action, 
managers and human resource personnel will be able to discuss decisions with employees 
towards meeting specific goals and to put those goals into action. 
Facets of Job Satisfaction 
Many facets can have an influence on how an employee feels about job 
satisfaction. Feinstein and Vondrasek (2001) cited the study of (Weiner, 1982), that 
found job satisfaction is more of an attitudinal response to various facets 'of the job. A 
research study by Straker and Atchley (1999) found that 81 % of nursing homes have 
performed at least one satisfaction survey. Most topics included in these satisfaction 
surveys were salaries, benefits, work hours, scheduled work hours, and employee input. 
Also included was satisfaction with the work environment and the rate of work to staff 
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ratios. The surveys also asked about the employee's relationships towards their co-
workers, supervisors and most importantly the residents or clients. Straker and Atchley 
(1999) stated that much of the literature on employee satisfaction should be relevant 
towards the nursing home employee. A very interesting finding in this research is long-
term care employees should be thought of as the consumers of the organization's policies 
and procedures. New survey instruments need to be updated to evaluate how job 
satisfaction affects the employee. Straker and Atchley (1999) also found that only 58% of 
the organizations actually used the information from the results of the employee 
satisfaction surveys. Unfortunately, the results from the employee satisfaction surveys 
were not used towards to improve employee satisfaction (87%) but were used instead to 
improve or develop employee guidelines and compensation. 
Feinstein and Vondrasek (2001) studied the relationship between job satisfaction 
and organizational commitment. When an employee begins a new job, their satisfaction 
may be decreased due to unfamiliarity of the job procedures. As the new employee 
adjusts to the rigors of the workload the employee's satisfaction for their work may 
increase. When the employee has been at the position for sometime, the satisfaction for 
their work may begin to level off. Feinstein and Vondrasek (2001) found that 
achievement of higher education levels by food service employees was negatively 
correlated to satisfaction with recognition. In other words, with the more education a 
new employee achieves, the manager's recognition of the employees accomplishments 
decreases (Feinstein & Vondrasek, 2001). The explanation may be that the manager 
considers a higher education level as not needed in foodservice. Feinstein and Vondrasek 
(2001) also found in their study that employees could be more committed to the 
organization by increasing compensation, working conditions and improving policies. 
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The facets that pertain to satisfaction are pay, promotion, supervision, benefits, 
rewards, operating procedures, co-workers, work itself and communication. There are 
many facets associated with job satisfaction. The facets used for the purpose of this study 
are from the Job Satisfaction Survey created by Paul Spector which was the assessment 
tool used in this study (Fields, 2002). 
Pay. This facet describes how fairly paid the employee is for their work, length of 
time and chances for salary increases, as well as how appreciated the employee may feel 
by the salary received from the company (Fields, 2002). Paying an employee can come 
by two different methods. One method is paying the worker by the hour. Another method 
of payment is by salary. The salary method pays the person for the work no matter how 
long or how little time it takes to get the work completed. 
According to Yip, Goldman, and Martin (1998), another way to pay an employee 
is through bonuses such as profit sharing, Employee Stock Option Programs (ESOP) and 
cafeteria style. Profit sharing is when the company makes a profit and then the profit is 
divided equally among all the employees. The ESOP program rewards the employee by 
providing stock from the company. The cafeteria style allows the employee to seled their 
own reward for their work. 
Promotion. This facet of job satisfaction relates to opportunities for advancement, 
fair promotions for work well done, and how quickly an employee can be promoted 
compared to other companies (Fields, 2002). 
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Supervision. This facet describes whether a supervisor is fair, likes the employees, 
shows an interest for the employee's feelings, and competency of performance of 
managerial duties (Fields, 2002). 
Benefits. Benefits can be regarded as an insurance package with health, dental, 
vision, death or dismemberment. It can include paid vacation, paid holidays or 
contribution to a 401K plan. This facet explains how satisfied the employee is regarding 
the benefits received, the benefits not offered by the company, how equitable is the 
benefit package, and whether the benefit package is comparable to other companies 
(Fields, 2002). 
Rewards. This facet depicts whether an employee is recognized for excellent work 
performance or the employee feels appreciated for a job well done (Fields, 2002). The 
employee may feel that rewards and recognition are not given often enough. 
Operating procedure. This facet describes whether rules and regulations prevent 
doing a good job or if doing the job well is blocked by red tape (Fields, 2002). Having 
too much to do at work or too much paper work may affect operating procedures. 
Co-workers. This facet explains whether an employee likes the people he/she 
works with or enjoys their co-worker (Fields, 2002). This facet also indicates if an 
employee has to work harder because of the incompetence of another co-worker. Efforts 
for doing a good job can be prevented by too much fighting and bickering in the 
workplace. 
The Work Itself. This facet describes how an employee feels about their job 
whether it has meaning or a purpose or if the work is enjoyable (Fields, 2002). This facet 
also describes if an employee likes the things they do at work or has a sense of pride in 
doing the work. 
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Communication. This facet depicts if communications are good within the 
company and within the foodservice department. Good communication refers to whether 
work assignments are fully explained and if an employee knows what is going on within 
the company. Good communication can determine if a company's goals are clear to its 
employees (Fields, 2002). 
Types of Assessments for Measuring Job Satisfaction 
Job satisfaction is measured to identify problems, to understand how turnover 
occurs, to evaluate change, to improve communication and to assess organized labor 
issues. Job satisfaction can be measured through facets that are components of job 
satisfaction or global which measure overall job satisfaction. Satisfaction can be 
measured directly which relates to how the worker feels about their job or tasks, or 
indirectly which asks about the job or task. Ways for measuring job satisfaction can be 
done through question format. The open-ended questions help the researcher to get more 
information. Qualitative measuring is beneficial for solving problems. The closed 
questions for measuring satisfaction consists of checklists or Likert scales. The Likert 
scale developed by Rensis Likert is the most common method for collecting data 
regarding job satisfaction (Wikipedia, 2009). Quantitatively measuring for job 
satisfaction is helpful for comparative research. The measurement for satisfaction can be 
done through scale development or standardized scales. Scale development allows for 
greater organizational specificity and must also show reliability and validity. The 
standardized scale must have norms and proven reliability and validity. 
12 
The tool most widely used for measuring job satisfaction utilizes questionnaires 
and rating scales. The assessment tools used over the years proven to have a high degree 
of validity and reliability are the Minnesota Satisfaction Questionnaire (MSQ), the Job 
Descriptive Index (JDI) and the Job Satisfaction Survey (JSS) (Nelson & Quick, 1997), 
(Fields, 2002). 
Minnesota Satisfaction Questionnaire (MSQ). The MSQ is a rating scale that is 
developed into two forms. The short form that contains twenty items measures overall 
satisfaction. The long form contains 100 items and measures 20 facets. This scale allows 
the person to rate their dissatisfaction to satisfaction about various aspects or facets of the 
job. The higher the score on the Likert scale the higher the satisfaction (Greenberg & 
Baron, 1997). 
Job Descriptive Index (JDI). This questionnaire is based on yes, no, or a question 
mark answer to adjectives that describes the satisfaction for aspects to the job. The 
questions are based on the satisfaction of the job and not how the employee feels about 
the job. There are five aspects ofthe job that are covered in this survey. These aspects are 
co-workers, pay, and opportunity for promotion, supervision, and the work itself 
(Greenberg & Baron, 1997). 
Job Satisfaction Survey (JSS). This survey by Paul Spector (Fields 2002) was 
originally developed to assess job satisfaction for the human service organizations. Now 
many types of organizations are using this survey to measure job satisfaction. This survey 
has 36 questions based on a Likert scale. It has nine facets that assess attitudes and 
aspects ofthe job. There are four items within each of the nine facets. Some of the 
questions in this survey have to be reversely scored. 
Theories of Job Satisfaction 
There have been many theories used in the study of job satisfaction. The most 
used theories are Maslow's Hierarchy of Needs, Edwin A. Locke's Value Theory, 
Herzberg's Two-Factor Theory, Expectancy Theory, and Equity Theory. 
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Maslow's Hierarchy of Needs. Maslow's theory is based on a hierarchy of needs. 
Maslow conducted research on human needs and motivation. The theory can be shown as 
a pyramid. (Bor, Kraft, & Sjunnesson, 2007). The pyramid has five levels. The four 
levels starting from the base level to the tip of the pyramid are Physiological, Safety, 
Love/Belonging, Esteem, and then Self-Actualization. The first four levels are grouped 
together as deficiency needs. These must be met first. As the needs are met the person 
goes up to the next level on the pyramid to seek those needs and may continue on 
towards satisfaction. Maslow believed that to motivate an individual he/she must have 
physiological needs met first such as food, water shelter and warmth. These are human 
basic needs for survival. As one achieves the level in life, he/she is most likely to go onto 
the next level of the pyramid which is safety. Safety includes security, stability and 
freedom from fear. The third level is belonging or feeling loved. Socialization is 
important to this level and may include friends, family, and lover. The fourth level of the 
pyramid is self-esteem. This level is where one wants to feel good about themselves and 
one seeks mastery of skill or knowledge, achievement, recognition, and respect. The 
highest level or tip of the pyramid is self-actualization. This level is where one pursues 
inner talent, creativity and seeks fulfillment. At this level, a person can be everything 
he/she wants and has the ability to accomplish it. Situations can happen in life and 
therefore an individual's needs may go to up or down in levels until her/his needs are 
met. 
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Herzberg's Two-Factor Theory. This theory developed by Frederick Herzberg 
suggests that satisfaction and dissatisfaction are influences upon employees from two 
factors known as Motivators (intrinsic factors) and Hygiene (extrinsic factors) (Allen, 
1998). These two different sets of factors affect motivation in the workplace. 
Dissatisfaction is related to circumstances close to the work environment such as working 
conditions, security, pay, quality of supervision and relationships with co-workers rather 
than from the job itself. If anyone of these factors is weak or missing, it could cause 
dissatisfaction but has little effect on long-term satisfaction. Because of the need to avoid 
unpleasantness, Herzberg referred to these factors as hygiene or maintenance factors. 
Satisfaction is the relationship to the job itself or aspects from it. The factors 
coming from satisfaction are the nature ofthe work, achievement, recognition, personal 
growth and advancement. Since these factors are a result of being highly satisfied, need 
for growth and need for self-actualization, Herzberg regards them as motivators. These 
factors have limited outcomes upon dissatisfaction. 
Edwin A. Locke's Value Theory. This theory is the most widely known in the 
research of job satisfaction. A component ofthis theory is that satisfaction is achieved 
when job results the employee receives matches those outcomes they desire. The more 
results people value and receive from the job, the more they are satisfied and vice versa. 
Greenberg and Baron (1997) state that the main purpose for Locke's theory is 
understanding the discrepancy between what one desires or wishes in a job and what one 
has in a job that affects satisfaction. An important aspect to this theory is the importance 
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an individual places on a certain job facet and then the dissatisfaction that occurs when 
the person fails to receive everything they wanted from that facet. This value theory 
brings attention to parts of the job which require changing for job satisfaction to occur. 
This theory suggests that not all aspects or facets of the job are valued by everyone. The 
best way to find out what makes an employee satisfied is to ask what needs to be 
improved. 
Expectancy Theory. This theory emphasizes that people are motivated to work 
when expected things they want are achievable from their job. It also looks at the role of 
motivation in the overall work environment. Expectancy theorists agree that motivation is 
a result of three different types of beliefs that employees have such as expectancy, 
instrumentality, and valence. The expectancy belief is an employee's efforts will result in 
performance. The instrumentality belief is that an employee's performance will be 
rewarded. The last is valence belief which is the value the employees places on rewarded 
performance from the company. Greenberg and Baron (1997) state that an important 
aspect to expectancy theory is motivation coupled with an employee's expertise and 
capabilities, role perception and opportunities which influence job performance. There 
are managerial methods of expectancy theory that can help motivate employees. Good 
managers will inform the employee what is expected of them and will assist the employee 
to reach the desired level of performance. Managers can offer a list of rewards or 
incentives that will entice or motivate the employee to do the job. This is known as 
cafeteria-style benefit plan. Managers should also specify exactly what job behaviors lead 
to specific rewards. Developing and implementing merit systems will lead to an increase 
injob performance. This is lmown as a pay-for-performance plan. 
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Equity-Based Theory. This theory presented by J. Stacy Adams, (Motivation, n. 
d.) proposes that employees evaluate what they put towards the job situation (inputs) such 
as challenging work, work ability, seniority, qualifications, open mindedness, and a fun 
working environment. The inputs are then compared to what the employee receives from 
the job (outcomes) such as pay, benefits and benefit package, as well as rewards and 
recognition for their work. Employees compare themselves to each other in regards to 
their outcomes (rewards) and inputs (contributions) in the work place. Inputs and outputs 
are measured as a ratio to obtain a fairness or equitable balance between work rewards 
and job contributions. The equity theory can be perceived as a scale where equality 
equals balance and if the inputs and outputs are not an equal ratio then inequality will 
occur (Motivation, n.d.). 
Equity theory ensures a fair balance for the employee who expects to be fairly 
treated from the workplace and employer. The results will have employees being content 
and motivated. If inputs and outputs are not distributed fairly then employees become 
dissatisfied. This ultimately leads the employee to not fulfilling their duties, becoming 
angry and upset at the work environment and becoming less motivated. The more work 
and expectations given to an employee and not rewarded for additional work can 
ultimately lead an employee to transfer to another department within the company or 
leave and find ajob elsewhere. 
Organizational Commitment 
Another work place concept that affects attitude is organizational commitment. 
Although an employee may find their job satisfying, it does not necessarily mean the 
employee is committed to the organization. The same holds true that if the employee is 
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dissatisfied with their job he/she may still be committed to the organization. There are 
two viewpoints to organizational commitment, which are attitudinal and behavioral. 
Organizational commitment can be defined as how an employee identifies him/herself 
with the organization. This is the attitudinal viewpoint of organizational commitment. 
Mowday, Porter and Steers (1979) were the ones that originally and intensively 
researched and studied organizational commitment. Mowday, Porter and Steers (1979) as 
cited by Meyer, Paunonen, Gellatly, Goffin, and Jackson, (1989, p. 1), defined 
organizational commitment to be a "relative strength of employee identification with and 
involvement in a particular organization". Mowday, Steers and Porter (1979) based this 
identification upon three factors. First is an employee's acceptance of the organization's 
goals and values. Second is the employee's willingness to help the organization to 
achieve its goals. Third is the desire the employee has to remain with the organization. 
The employee's commitment is shown through their involvement within the organization. 
It may be how an employee identifies him/herself with the organization through its goals 
and values. Employees will be more committed if they feel they belong or are a part of 
the organization. There are two foci of commitment. High commitment towards the 
supervisor and fellow employees is known as being locally committed. These employees 
are not committed towards upper management and to the organization. High commitment 
towards upper management and the organization is known as being globally committed. 
These employees are not committed towards their supervisor and fellow employees. 
Mark R. Testa (2001) investigated the relationship between organizational 
commitment and job satisfaction in regards to work effort in the service environment. 
Testa found that an increase in job satisfaction motivates organizational commitment and 
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thus increases service in the work environment. George Zangaro (2001) compared the 
organizational commitment of nurses of the Baby Boomer generation to Generation X 
nurses. Zangaro found that Baby Boomer nursing managers must re-evaluate the factors 
that help to retain Generation X nurses to keep them motivated and committed in the 
organization. Those factors are adequate pay, safe working environment and having an 
awareness and interest in each employee. Other factors needed are helping the employee 
to accomplish goals, personal and professional development. The most important factor is 
letting the Baby Boomer employee lmow their full potential and how important they are 
to the organization. Zangaro stated that it is important to hire nurses that share the same 
goals and commitment as the organization. Nurse managers must have constant 
communication with their employees to understand their needs while explaining the 
needs of the organization. By being a mentor, nurse managers will help retention and 
commitment of their employees. Zangaro (2001) stated that future research is needed by 
nurse managers to understand the generational differences of existing and future 
employees to foster and commitment to the organization. 
Bases of Commitment. The bases of commitment are the reasons for which 
employees stay committed. These bases of commitment may be the motive for which 
employees remain committed to the organization. There are many bases or fOl,mdations of 
commitment. Two of these bases are lmown as the side-bet orientation and goal-
congruence orientation. The other bases of commitment are affective, continuance and 
normative commitment (Becker, 1960). 
Side-bet Orientation. This method focuses on the accumulated investments an 
individual stands to lose ifhe/she leaves the organization. This is the behavioral 
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viewpoint of organizational commitment. According to Howard Becker (1960), 
commitment is the tendency to engage in "consistent lines of activity" and the apparent 
costs involved by not being consistent in the activity. In organizational commitment, 
Becker refers to the "consistent lines of activity" as remaining with an organization. The 
costs involved would be to lose anything attached to the organization if one was to seek 
employment elsewhere. By remaining with the organization, employees that work for a 
required amount of hours or years may be eligible for a company benefit package such as 
health insurance, paid time off, advancement within the company or a retirement 
package. The employee may gain seniority by years of service to the organization. An 
employee may have developed a bond or friendships with other coworkers or even'enjoy 
working for the supervisor. An employee may gain a certain status within the 
organization. An employee may enjoy working for this company. The distance driving to 
work may have an impact for an employee's decision to remain with the company. When 
an employee works for a long-term care facility, it may be the love, care and compassion 
the employee has for the residents. These are some of the "side betls" an employee will 
make to determine if the payoffwill be greater if he/she decides to leave for another job. 
The employee makes this decision carefully because making too many "side bet/s" can be 
costly. An employee may end up working with coworkers he/she does not like, does not 
receive a better benefit or retirement package, or no chance for advancement. By not 
staying with a company long enough, the employee will not gain seniority. Work duties 
that are easy for the employee to perform daily at their current job may not be so at 
another place of employment. The employee may even work for a supervisor that he/she 
does not like. By trying to find the greatest payoff in finding another job, an employee 
will develop a pattern for "job hopping." By following this pattern an employee will be 
perceived by others as untrustworthy, unstable, or erratic. This may very well cost the 
person from being hired for any job. 
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Goal-Congruence Orientation. Goal-congruence focuses on the employee's 
willingness to accept the organization's goals and values, willingness to help the 
organization to achieve its goals and wanting to remain within the organization (Becker, 
1960). 
Affective Commitment. This is the strength of an employee's desire to continue 
working for an organization because the employee agrees with the company and wants to 
do so (Greenberg & Baron, 1997). The employee has pride in the company and is very 
pleased to work for the organization. The employee feels he/she is part of the 
organization. This type of employee will recommend friends and/or family to work for 
this organization. 
Continuance Commitment. This type of commitment is based on the side-bet 
orientation (Becker, 1960). Continuance commitment is the intensity a person's need is to 
continue working for an organization because the employee cannot afford to do 
otherwise. The employee may at times feel willing or unwilling to exert him/herself to 
help the organization. The work the employee does has to be pleasing and any 
contributions are made to continuing working for the company (Greenberg & Baron, 
1997). 
Normative Commitment. This type of commitment is how strong the employee's 
desire is to continue working for an organization because he/she feels obligations from 
others to remain. At times the employee mayor may not feel like leaving the organization 
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for good. When the company may be struggling financially or going through changes, the 
employee may be reluctant to quit the organization. In normative commitment the offer 
of higher wages to go to another job would not be the main reason an employee would 
seriously consider changing jobs (Greenberg & Baron, 1997). 
Conceptual Framework. The book High Commitment Workplaces by Fink (1992) 
describes three types of workers that are highly committed in various ways to their work. 
Some examples of commitment follow. An office worker works long hours including 
weekends and sees the job as having fun. The supervisor never has to worry about his 
employee because the work always gets done. The supervisor is impressed by the 
commitment the employee exhibits and wishes he had more employees that are just as 
dedicated. The second employee works in manufacturing. This employee is a committed 
member of the team that works to maintain high levels of productivity and standards. 
This employee never wants to let the team down and is very conscious about not missing 
any work time. The third employee is a dietary worker in a hospital. This employee has 
been with the organization for over twenty years, does the same routine every day. The 
dietary worker is very reliable and dedicated to her job. This committed employee feels 
that she may be able to help the sick patients to get better. The dietary worker feels that 
the organization depends on her and she does not want to let the organization down. 
Many companies are empowering more of the workers to make decisions 
regarding their work. This means that more workers are not being managed directly by a 
supervisor. It would by ideal for managers to have confidence in their employees that 
want to do their best for the department and the organization. As more workers enter the 
workforce with a higher education the organization needs to make the work more 
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challenging with an increase in variety and responsibility. Increase in incentives or pay 
may not keep employees committed to the organization if they cannot have personal 
development or career advancement. The employee may perform better with an increase 
in pay temporarily but it does not change their identification with the organization. 
Emphasizing the concepts of team work, employee empowerment and sharing the same 
vision or mission of the organization to employees of today may help to increase 
productivity in the workplace. 
Much of the research on commitment has focused on the concept of identification 
with the organization but little has investigated how employees identify with coworkers 
or work. It is important to research this because it has a profound affect on an employee's 
performance (Fink, 1992). 
Since commitment is multi-dimensional, a conceptual framework will help 
managers to diagnostically profile interventions towards problems in the workplace 
(Fink, 1992). It is very important to identify what employees are committed to instead of 
knowing they are just committed employees. The conceptual framework will help to 
profile levels of commitment in three categories for individuals, groups and the 
organization as a whole (Fink, 1992). Although the different levels of commitment may 
affect employees they are also affected by a reward system, performance appraisal 
process, general management practices and culture of the organization (Fink, 1992). The 
interactive and non linear framework where commitment fits within the organization 
includes management practices, reward system, employee commitment and employee 
performance (Fink, 1992). These aspects of commitment are discussed below. 
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Management Practices. Management practices are the wayan organization 
operates. There are three functions of management practices, structures, controls and 
climate (Fink, 1992). The first is structure, which represents how the organization itself 
works and the departments within the organization. Many supervisors empower their 
employees to make their own decisions regarding their work. Many organizations have 
changed the chain of command to a much flatter pathway. This helps for decision-making 
to proceed quickly and does not get stalled between departments within the organization. 
Because of the fast pace which information is passed on through today's ever changing 
technology, decisions need to be made quickly. 
The second are controls, which represents how the employees and activities are 
managed in the organization. Control is implemented by the organization through 
policies, procedures or standards. In the past, control was done in a very rigid manner 
through compliance. Compliance is accomplished through the organization and 
management. Today, control is more flexible. Policies and procedures can be changed. 
Control is put upon each employee and to the entire organizational staff. This is done by 
how committed the individual or entire staff is to the organization and all its operations. 
The third is the climate that is created within the organization. It is much easier to 
manage employees that like their job, feel energized to get the work done and to have 
personal and professional development. A work climate that is uplifting may have the 
employee more committed to hislher co-workers and to the organization. Happy 
employees help to reduce turnover and this is good for the entire organization. 
Reward System. A good reward system is important to implement. The reward 
system includes purposes and type of rewards. Rewards help to hire and retain 
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employees and promote commitment (Fink, 1992). Money is not the only reward that 
helps to keep committed employees. There is the benefit package, promotions, employee 
recognition, or new titles. Rewards also involve having the support of co-workers and a 
supervisor that is appreciative to his/her employees. 
Employee Commitment. Employee commitment includes aspect of work, co-
workers and organization. Assigning employees work that gives intrinsic rewards will 
enhance job performance and requires less supervision. The workspace may be designed 
improperly for a worker. Thus reevaluating the work area and making changes to allow 
the employee to be more productive can lead to commitment. 
Co-workers having identification within the organization need to have social 
satisfaction. Association with great co-workers makes the job fun. Also this may make 
the difference from an employee perceiving doing unbearable work and leaving the 
organization. Having co-workers that are supportive may prevent an employee from 
leaving the organization. 
Programs that help to develop personal and professional growth are a way of 
keeping a committed employee. Employers that offer tuition reimbursement for course 
work at a university or technical college is a great way for the employee to gain 
knowledge or work towards a degree. Wellness programs are a way to keep employees 
committed to the organization. When an organization invests into ways for development 
and personal growth for employees it shows that the company values and is committed to 
the employee. In tum, the employee benefits, feels the organization values him/her and 
stays committed to the organization. This will help the organization as a whole to achieve 
it goals. 
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Employee Performance. Employee performance includes both quantity and 
quality. Defining, measuring or assessing an employee's work performance has always 
been a problem for managers. In early times measuring how well an employee performed 
was based on the quantity of work done, piecework, amount of people served or products 
produced. Today the work place is much more complex and just measuring the quantity 
of work is not enough (Fink, 1992). The quality of work must also be appraised. 
Measuring the quality of work could be based upon an evaluation of how well a customer 
was served, how a product was properly manufactured or a meal prepared. There is also 
confliction whether to measure an employee individually or to measure employees as a 
team. An employee's performance should be done fairly and objectively without bias or 
subj ectivity. 
Types of Assessments for Measuring Organizational Commitment 
Measuring for organizational commitment is focused upon attitudinal or 
behavioral viewpoints. Attitudinal viewpoints are categorized as affective, normative or 
continuance. There are three broad themes concerning commitment in the research 
conducted by Mowday, Porter and Steers (as cited by Fields, 2003). These themes are 
affectively orientating oneself to the organization, the benefits an employee may lose if 
leaving the organization and being morally obligated to the organization. There are other 
individuals that believe that commitment may take on a psychological role that attaches 
the employee to an organization. The three categories to bind an employee to the 
organization are described as compliance, identification and internalization (Fields, 
2002). There are three important issues in measuring- commitment. The first is how 
commitment is based such as affective, normative or continuance. The second is the 
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appearance of commitment whether it is through attitude or behavior. The third is the 
focus of commitment which research has focused mostly upon the organization (Fields, 
2002). Employees may be only committed to their supervisors, coworkers, their 
occupation or departments not just to the organization. The tools most widely used for 
measuring organizational commitment are questionnaires and rating scales. The 
assessment tools used over the years proven to have a high degree of validity and 
reliability are the Organizational Commitment Questionnaire, Shortened Organizational 
Commitment Questionnaire; Affective, Normative, and Continuance Commitment; 
Psychological Attachment Instrument; Organizational Commitment, and Organizational 
Commitment Scale. 
Organizational Commitment Questionnaire. Mowday, Steers, and Porter 
developed this questionnaire in 1979. This survey is most widely used to measure 
commitment. It has 15 items that describes global organizational commitment. 
Modifications of the survey have changed the word "organization to profession" (Fields, 
2002, p. 46). This survey also assesses job commitment by switching "organization to 
job" (Fields, 2002, p. 46). The 15 items are statements that employees may feel about the 
organization. The statements are answered by using the 7 -point Liekert scale where the 
number 1 = strongly disagree to 7 = strongly agree. Some of the questions have been 
reversely scored. 
Shortened Organizational Commitment Questionnaire. This survey is the 
shortened version of the Organizational Commitment Questionnaire developed by 
Mowdayet aI., in 1982 (Fields, 2002) and uses nine items instead of the 15 items. The 
survey measures the affective or the attitudinal viewpoint of organizational commitment. 
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"The word (organization) has been changed to (profession) for describing commitment" 
(Fields, 2002, p. 47). The statements are answered by using the 7-point Liekert scale 
where 1 = strongly disagree to 7 = strongly agree. 
Affective, Normative, and Continuance Commitment. This survey was developed 
by Meyer and Allen in 1997 (Fields, 2002). It explains the three types of commitment. 
The survey is divided into categories by each type of commitment. The survey has a total 
of 30 items. As more research had been conducted over the years the categories in the 
survey have original commitment items andlor revised commitment items. This survey 
uses a 7-point Liekert scale where 1 = strongly disagree to 7 = strongly agree. Some of 
the items have been reversely scored (R) in the original version and reversely scored (RS) 
in the revised version. 
Psychological Attachment Instrument. O'Reilly and Chatman developed the 
survey in 1986 (Fields, 2002). The survey measures identification, internalization and 
compliance. This survey is divided into two subscales. The first subscale is identification 
and internalization. The second suhscale is compliance. There are 12 items in the survey. 
The responses to the items are based upon a 7-point Liekert scale where 1 = strongly 
disagree to 7 = strongly agree. 
Organizational Commitment Survey. Cook and Wall developed the survey in 
1980 (Fields, 2002). This survey measures the employees overall commitment to the 
organization. There are nine items that are divided into three subscales. The subscales are 
organizational identification, organizational involvement and organizational loyalty. Each 
subscale consists of three items. This survey uses a 7-point Liekert scale where 1 = 
strongly disagree to 7 = strongly agree. Some of the nine items are reversely scored. 
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Organizational Commitment Scale. Balfour and Wechsler developed the survey in 
1996 (Fields, 2002). There are nine items that are divided into three subsca1es. The 
subscales are identification commitment, affiliation commitment and exchange 
commitment. Each sub scale consists of three items. This survey uses a 7 -point Liekert 
scale where 1 = strongly disagree to 7 = strongly agree. Some of the nine items are 
reversely scored. 
The Traditionalists 
The Traditionalists were those individuals that were born in 1945 or earlier. This 
generation grew up and survived two wars, World War I and World War II, and the Great 
Depression. Programs that were developed to get the people and country back in working 
order after the Great Depression was President Franklin Delano Roosevelt's New Deal 
program that included Social Security and the GI Bill. This is the era when the 
Traditionalists listened to radio for news and entertainment. This generation always had 
great patriotism for their country, learned to save money, and had a strong faith in family, 
church and government. The dedication to hard work ignited an economic growth during 
this time period (Lancaster & Stillman, 2002). 
Value Systems of the Traditionalists. There is only one word to describe a 
traditionalist and that word is loyalty according to Lancaster & Stillman, (2002). If a 
project, product or certain timeline had to be met, the traditionalists always put their 
needs and wants last. Dedication, hard work and sacrifice produced significant results. 
Traditionalists' value conformity, honor, respect for law and order and respect for 
authority. This generation also abides to rules and regulations. Traditionalists believe in 
duty before pleasure. Lastly, the Traditionalist will exhibit patience in their behavior 
(Zemke, Raines, & Filipczac, 2000). 
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Expectations Held by Traditionalists. The traditionalists survived the hard times 
of the Great Depression where jobs and the necessities oflife were scarce. Traditionalists 
believe in lifetime employment. The Traditionalist's expectation of career goals is to 
leave a lasting legacy during their time of employment (Lancaster & Stillman, 2002). 
This generation may only have one to four different jobs in their lifetime. The 
expectation is if one is loyal to the company and exhibits responsibility, the traditionalist 
will gain respect and seniority in the company (Hatfield, 2002). As stated by Lancaster 
and Stillman (2002), the career path followed by most Traditionalists is 'job security." 
Job security is the goal ofthis generation to find a company for long-term employment, 
work hard for promotions, become vested and increase security by virtue of 
accomplishments and tenure. This cohort is past oriented, disciplined, logical, reliable 
and dependable (Zemke et aI., 2000). 
Stereotypes of the Traditionalist Held by Other Generations. According to Zemke 
et al. (2000), the Baby Boomers generation views the Traditionalists as dictatorial, 
inhibited and narrow. In the work force Traditionalists need to learn flexibility and adapt 
better to change. Traditionalists are also technological dinosaurs. The Generation X' ers 
view the Traditionalists as being too set in their ways and as needing to learn how to use 
e-mail. Generation Xer's say that the Traditionalists have all the mdney. The Millennials 
view the Traditionalists as trustworthy, brave and are good leaders (Zemke et. aI., 2000). 
Work Ethic of Traditionalists. The work ethic of Traditionalists is one ofloyalty, 
dependability and work until the job gets done. Coming from the Depression Era, the 
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Traditionalists never took a job for granted but instead were grateful for employment 
(Zemke et aI., 2000). This generation was influenced by the manufacturing industry. 
Traditionalists have become accustonied to a military model of the workplace and 
showed up when they were assigned to work (Lancaster & Stillman, 2002). Technology 
used by Traditionalists during their era consisted of doing math by hand, letters were 
typewritten, copies were mimeographed, and long distanced phone calls were used only 
for an emergency (Weston, 2001). The Traditionalists created the strongest union 
movement in history. This cohort rallied together to organize their coworkers to 
overcome unfair labor practices, tyrannical bosses, and inhumane working conditions 
(Zemke et aI., 2000). This generation values obedience over individualism, does not 
break the rules, and has respect for authority (Zemke et aI., 2000). 
Leadership Style of the Traditionalist in the Workplace. Traditionalists lead by a 
directive style. "Traditionalists believe that a good system of leadership was one of a 
command-and-control style where the leader makes executive decisions, that are simple, 
clear, evident, and without complexity" (Zemke et aI., 2000, p. 51). The Traditionalists 
believe this type of leadership accomplishes more when the leader takes charge, delegates 
and make many decisions themselves. According to Zemke et aI., (2000, p. 52) "One 
would be surprised by how well many employees from other generations respond to this 
type ofleadership." Zemke et aI., (2000, p. 52) also states "the other generations enjoy it 
when they can leave their work at work at the end of the workday and appreciate a take-
charge manager who allows the generational workers to do just that." 
Managing Traditionalists in the Workplace. Managing the Traditionalist in the 
workplace can be challenging. It is important for the manager to understand the work 
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ethic and technological experience the Traditionalist has encountered during their 
lifetime. When the manager and the Traditionalist have a conversation, it is important to 
talk about work and not about one's personal life. Motivate this generation by letting 
them know their experience is respected in the workplace. Also, let the Traditionalist 
know that their perseverance is valued and will be rewarded. It is valuable for the 
manager and the rest of the employees to hear what has and has not worked in the past 
(Zemke et aI., 2000). Traditionalists are definitely team members. This generation came 
together as teams to overcome times of hardship and wars. When Traditionalists worked 
on teams, they always had strong leaders that told them what to do, as well as how and 
when (Zemke et aI., 2000). Traditionalists will lose respect to a younger manager if signs 
of inexperience, power trips or hotheadedness are exhibited (Sujansky, 2003). According 
to Sujansky, a manger needs to lose the "youth is king" attitude because the manager is 
not an effective leader if the experience and perseverance of Traditionalists are ignored. 
Table 1 lists the assets and liabilities Traditionalists possess on the job (Zemke et aI., 
2000). Assets include stability, orientation to detail, thoroughness, loyalty and 
hardworking work characteristics. Liabilities are inability to deal with change, reluctance 
to buck system, discomfort with conflict, and reservation when the Traditionalist 
disagrees, Table 1 (Zemke et aI., 2000). 
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Table I 
Assets and Liabilities of the Traditionalists in the Workplace 
Assets Liabilities 
• Stable • Does not deal well with ambiguity 
and change 
• Detail orientated • Reluctant to buck the system 
• Thorough • Uncomfortable with conflict 
• Loyal • Reserved when they disagree 
• Hardworking 
Recruiting Traditionalists for the Workplace. When recruiting a Traditionalist 
candidate for a job, consider whether the person wants to work full or part time. Consider 
possibly adjusting work hours of a full time position into two part time positions. To 
attract individuals of this generation for possible employment, use messages that pertain 
to family, patriotism, home and traditional values (Zemke et aI., 2000). During the 
interview process, let the Traditionalist know that their lifetime experiences and age will 
be an asset and not a liability to the organization. When speaking with anyone of this 
cohort, it is important to always to be respectful, and to say please and thank you. Always 
remember never to use vulgarity when speaking with to this generation. 
Orientating the New Traditionalist Employee. Traditionalists will need some time 
to get acclimated to their new job. This generation does not like to be rushed or be 
expected to do the job alone on the first day. Traditionalists like to know what to expect 
about the job, be informed of policies and procedures, and to get to know the people they 
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will work with. The Traditionalist would value being told the history of the company and 
of the department, the long-term goals ofthe department and organization, and how their 
contributions would contribute to meeting those goals. 
Opportunities for Traditionalists in the Workplace. A desirable management 
technique is informing the traditionalist about upcoming events or projects in the 
following months and years (Zemke et aI., 2000). This will let them know that their 
assistance or expertise will be needed in the future. If a large percentage of the customers 
or residents are seniors, the manager should also consider that the staff reflects these 
demo graphics. 
Developing Traditionalists in the Workplace. This generation will need training 
for the newest technologies used in the workplace (Zemke et aI., 2000). The computer is 
very new to many individuals in this generation. Training Traditionalists to comprehend 
computers needs to be done slowly and logically. The training should be conducted in a 
stress free environment and away from people that can intimidate the learning process. 
Emphasize to the trainers to be patient, understanding and respectful to the traditionalists 
during the computer training process. Try to use materials with large print. The trainer 
can demonstrate on the computer how the print can be enlarged to be more 
accommodating for eyesight. After the training period, encourage this cohort to continue 
learning more about the computer and other new technologies. 
Motivating Traditionalists in the Workplace. There are many ways to motivate 
this generation in the workplace. Traditionalists like to work with people and not with 
technology that they are not properly trained for. Thanking the person with a personal 
note or card for a job well done is a very thoughtful and appreciated gesture. Giving out 
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awards for work well done will motivate the traditionalist. Let the traditionalist know that 
their experience is always respected and that their advice on what works and what does 
not is valued. Lastly, Zemke et al. (2000) recommends that the manager let the 
traditionalist know that their perseverance is valued and will be rewarded. 
The Baby Boomers 
Baby Boomers were those individuals that were born from 1946 to 1964. Nine 
months after the United States defeated the Japanese in World War II, births of babies 
boomed to over seventy-six million by 1964 thus naming this generation as the Baby 
Boomers. This generation grew up and survived the Korean War and the beginning of the 
Vietnam War. Baby Boomers witnessed events such as the McCarthy hearings, Civil 
Rights Act that included Martin Luther King Jr. and Rosa Parks, the Cuban Missile Crisis 
and the assassination of President John F. Kennedy. Medical discoveries were the Salk 
polio vaccine and the Birth Control Pill. During 1958, the space agency National 
Aeronautics and Space Administration (NASA) began and developed programs for space 
and air exploration. In 1961, the Peace Corps program was introduced. The single most 
important technological invention during this time period was the television set. There 
were over fifty million television sets in American homes by 1960. This type of media 
was special because many of the programs people listened to from the radio could now be 
seen on television. Many Baby Boomers grew up watching television genres that 
consisted of family shows, game shows, western television series, music and 
entertainment shows, sporting events, soap operas, and broadcasting of the evening news. 
Although the birth timeline for the Baby Boomers were those individuals born from 1946 
to 1964, many values, beliefs and experiences during the Baby Boomer generation 
occurred during 1946 to 1960. 
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Value Systems of the Baby Boomers. There is only one word to describe a Baby 
Boomer and that word 'is optimistic according to Lancaster and Stillman, (2002). 
According to Lancaster & Stillman, (2002), the economy post World War II in the later 
1940's to the 1960's gave the Baby Boomers a feeling that anything was possible. The 
parents of the Baby Boomers were making sure that their children had a better life than 
they had. Since this was a time of expansion, jobs were plentiful, young people were 
going on to college, Boomers wanted to mold the entire world as their own. Boomers 
believed in growth and expansion (Zemke et aI., 2000). The television westerns and space 
shows gave Boomers a vision that there was a lot more out there in the world to conquer. 
The Boomers felt the world was their stage and they were the stars (Zemke et aI., 2000). 
At this time, fathers worked and many mothers stayed home to care for the children, 
which would be described as nuclear families. Baby Boomer children for the first time 
were the star attractions. According to Zemke et aI. (2000), Baby Boomer children were a 
reward for Traditionalists for their hard fought victories and a symbol for hope for which 
the Traditionalists aggressively battled to defend. Since there were so many children at 
home and at school, Baby Boomers learned about teamwork early. Boomer children had 
to share books, desks and other materials because there were so many of them. This was 
the time when report cards were revised to grade the Boomer children in categories for 
working well with others and sharing with others (Zemke et. aI., 2000). Baby Boomers 
also had values for personal gratification. Ifwork was not fulfilling or the marriage was 
beginning to dissolve, most Baby Boomers would just move on. Baby Boomers turned 
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inward towards personal growth that brought them to look more at their spirituality, 
youthfulness, and health and wellness. Boomers became involved in activities such as 
retreats, seminars or training programs (Zemke et aI., 2000). Lastly, Baby Boomers value 
themselves as the "cool" generation, because they will forever be youthful, always are the 
main attraction, and believe they are the world (Zemke et aI., 2000). 
Expectations Held by Baby Boomers. The Baby Boomers believe in coming to 
work early and staying late until the job is finished. This generation expects others to put 
forth all their efforts to do the job well even if means working long hours to do so. Baby 
Boomers like to work at ajob where they can build relationships. The Baby Boomers 
likes a work place that brings self-worth, contribution and fulfillment (Weston, 2001). 
Through hard work, paying their dues and giving their heart and soul all to the job, Baby 
Boomers expect advancement in their careers. 
Stereotypes o/the Baby Boomers Held by Other Generations. Many 
Traditionalists believe Baby Boomers should learn to keep their personal matters private. 
Traditionalists also believe that Baby Boomers are self-centered. Generation X has many 
stereotypes of Baby Boomers. Generation X believes that Baby Boomers are 
workaholics, doing and saying things to be politically correct, and being clueless. 
Generation X feels that Baby Boomers always "talk the talk but never walle the walle" 
(Zemke et aI., 2000). Since Baby Boomers are so dedicated to their jobs, Generation X 
feel that Baby Boomers should lighten up and not take things so seriously and to let 
Generation X alone to do their job. Lastly Generation X believes that Baby Boomers are 
self-righteous (Zemke et aI., 2000). The Millennials have an opposite opinion ofthe Baby 
Boomers. Millennials like Baby Boomers because they are cool, and have the best 
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knowledge about music. The only negative aspect that Millennials have of Baby Boomers 
is that they work a lot of hours. 
Work Ethic of Baby Boomers. The individuals of this generation are highly driven 
when it comes to their jobs. Baby Boomers are good team players, have a great rapport 
with people and are good at building relationships. Workers of this generation are very 
service-orientated. Baby Boomers enjoy having relationships that are one on one (Zemke 
et al., 2000). Being service-orientated, Baby Boomers are always willing to make the 
customer happy just as long the good deed makes them stand out from the other 
. employees (Zemke et al., 2000). lfthe Baby Boomer cannot be the manager at his/her 
job, they tend to work for a manager who personally knows and cares for them (Zemke et 
a1., 2000). Baby Boomers work well for managers that empower their employees and 
treat them as equals. 
Leadership Style of the Baby Boomer in the Workplace. The leadership style of 
Baby Boomers is one of mutual respect and not so tyrannical as those of the 
Traditionalists (Zemke et a1., 2000). The Baby Boomer manager likes to have a work 
place that is passionate, caring and full of spirit. Baby Boomer managers like to create a 
workplace to be one of fairness and equality. The Baby Boomer manager may not be 
budget-orientated. As much as the Baby Boomer manager would like to maintain this 
leadership style, it is hard to follow this daily. 
Managing Baby Boomers in the Workplace. Baby Boomers are team workers until 
there is something they want to further their self-worth or fulfillment. Managers need to 
be aware that Baby Boomers are sensitive to conflict yet have tendencies to tum against 
their coworkers. When managing this generation, the manager must be aware that the 
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Baby Boomer sometimes puts the process of work ahead of the result. Managers must 
know that this generation is self-centered yet overly sensitive to feedback. Managers also 
need to be aware that Baby Boomers can be judgmental of those who see things 
differently. Table 2 below summarizes the assets and liabilities that Baby Boomer 
workers posses (Zemke et aI., 2000). 
Table 2 
Assets and Liabilities of the Baby Boomers in the Workplace 
Assets Liabilities 
._--_. 
-.---... ---.. ----------.--.. ---~.----~.-----".--.... ----
• Service orientated • Not naturally "budget minded" 
• Driven • Uncomfortable with conflict 
• Willing to "go the extra mile" • Reluctant to go against peers 
• Good at relationships • May put process ahead of result 
• Want to please • Overly sensitive to feedback 
• Good team players • Judgmental of those who see 
things differently 
• Self-centered 
Recruiting Baby Boomers for the Workplace. When managers recruit Baby 
Boomers, the managers should let them lmow how valuable their work experience could 
be to the department. Managers should be aware that Baby Boomers' need to be 
appreciated, respected and given credit for all their accomplishments (Zemke et aI., 
2000). In recruitment, discuss to the Baby Boomer that their experience will help make a 
difference to the department. Stress that the work environment is one that is friendly 
caring, respectful and energetic. The manager needs to promote the areas that the Baby 
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Boomer can shine, excel, and promote within the department. Express to the Baby 
Boomer all the leading technologies that the department has acquired and stress that the 
company always looks for new advancements for the future. 
Orientating the New Baby Boomer Employee. Since Boomers tend to be future-
orientated, the foodservice manager may want to discuss what future goals or endeavors 
the department or facility are exploring. Mention to the recruit that the department likes 
to take on new challenges. It is helpful to relate to the Baby Boomer that their valuable 
experience will be helpful to take on those challenges. 
Opportunities for Baby Boomers in the Workplace. Managers should remind 
themselves about getting to know the Baby Boomer employee especially when they put 
emphasis on their personal relationships. Managers should let the Baby Boomer know 
that the facility is on the brink of exciting adventures and they can help be a part of the 
experience. As a manager, discuss to the Baby Boomer the many opportunities available 
to learn, make a difference, and their value to better the department. 
Developing Baby Boomers in the Workplace. Managers should have strategies to 
help this generation develop managerial skills (Zemke et aI., 2000). Assign projects or 
duties that will help the Baby Boomer build new or to further their skills. Provide 
opportunities to attend workshops, seminars or to read books that will help to develop 
new skills or enhance the skills they currently possess. 
Motivating Baby Boomers in the Workplace. The manager should always create a 
fun, respectful and personable work environment (Zemke et aI., 2000). The manager can 
keep the Baby Boomer motivated by having them help with work assignments. There are 
many ways to motivate the Baby Boomer such as public or facility recognition, or 
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providing opportunities to prove their worth. The manager needs to remember to reward 
Baby Boomers for their hard work, dedication and long hours they put in to help make 
the department or facility a success. 
Generation X 
Generation X is those individuals born between 1965-1981. If there were one 
word to describe this generation, that word would be self-reliant. This was the generation 
that watched the television show The Brady Bunch and The Partridge Family and later it 
was The Simpsons. It was also the time of Pet Rocks, platform shoes and Cabbage Patch 
dolls. The historical events of this generation were the Americans held hostage in Iran, 
Presidential years of Ronald Reagan, Challenger disaster, fall of the Berlin Wall and 
Operation Desert Storm. It was also a time of AIDS, MTV and computers. The wars 
Generation X really knew were the economic wars ofthe 1970s and 1980s from the auto 
and steel industries (Zemke et a1., 2000). Generation X really had no heroes. This 
generation always lacked attention and was neglected. There are two reasons for this 
happening. First, there were so many families getting divorced. According to Zemke et 
al., (2000), this generation was shifted between parents that had joint custody, visitation 
rights and weekend fathers. The second reason was that this generation grew up with a 
two-income family. This was the time when the one wage earner in the family was not 
enough to support the family. This is the time in society when Generation X was also 
known as latchkey kids. Not only being self-reliant, children of Generation X also had to 
become very independent. Generation X children craved attention from their parents yet 
enjoyed the freedom they were used to having. 
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Value Systems o/Generation X Children of Generation X had to be self-reliant 
because they were always left alone especially after school. Generation X wanted a sense 
of family and their friends became family to them. This generation wants to have balance 
in their lives after seeing their parents devote so much of their time at work or even 
bringing work home. Children of Generation X are stressed over what it has cost their 
parents to be successful. These costs have created stress, divorce, alcohol and drug abuse 
and other health problems. Due to these experiences, this generation has become 
suspicious, unconvinced by authority and self-reliant in their approach towards work 
(Loughlin & Barling, 2001). Other values Generation X has or the lack of are loss oftime 
and space, skepticism and treat authority casually. Generation X is technologically savvy 
and this group lives life on the edge. 
Expectations Held by Generation X There were no expectations Generation X 
had upon the workforce. Generation X knew companies were always downsizing and this 
lead to never having loyalty to the job. Many expectations this generation knew were to 
take care of themselves. It was around 1997 that a labor shortage and an explosion in the 
technology field gave job opportunities for Generation X for their technology savvy 
(Zemke et aI., 2000). 
Stereotypes o/the Generation X Held by Other Generations. The Traditionalists 
believe that Generation X is uneducated, lacks respect for work or life experience, do not 
follow procedures, and do not possess a hard work ethic. The Baby Boomers believe that 
individuals of Generation X are slackers, rude, lack social skills, and are always doing 
things their own way. Baby Boomers also believe Generation Xers spend too much time 
looking at their email and surfing the Internet. 
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Work Ethic of Generation X Generation X work ethic is one of independence, 
technology literate, not intimidated by authority and lacking in people skills. Individuals 
of Generation X tend to constantly change jobs as to have a variety of work experiences 
to add to the resume, which in tum brings security. Generation X workers do not want to 
become committed to one position so they will always look for a way to advance within 
the company. Generation X workers want continuous training. Workers of Generation X 
will not work more than 40 hours in a week if they do not get paid for it. This generation 
will work hard to get a job done quickly. This gives them the opportunity to do things for 
fun the rest of the day. This generation does not believe in loyalty to the company when 
at anytime they know they can be downsized. Generation X wants a work place that is 
informal, offer vary flexible hours, weekends free, offer benefits and pay provided is 
more than minimum wage (Zemke et aI, 2000). According to (Lancaster & Stillman, 
2002), workers of Generation X want their savings, retirement benefits and investments 
to be transferable to any job they go to. This generation does not want to work for a 
company for the long term. The goal of this generation is to learn all one can about the 
job and go to develop a business oftheir own. 
Leadership Style of the Generation X in the Workplace. Generation X leaders do 
not like to follow policies of the organization. Leaders of this generation do not like to 
get involved with company politics. Generation X leaders lmow that anything can change 
at anytime so they are very flexible at making decisions. Leaders in this generation enjoy 
challenges. Generation X leaders are straightforward, fair, and competent (Zemke et aI., 
2000). 
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Managing Generation X in the Workplace. Managing workers of Generation X is 
unique. Workers of this generation respect a manager that is honest and forthright. When 
assigning a project or work assignment to the Generation X worker, give details of what 
needs to be done and than let them go do their job. Workers of this generation grew up 
taking care of themselves most of the time and are very independent. If there is work to 
be done by computer, assign this to the Generation X worker who is technology literate. 
The manager should always remember that this generation is not intimidated by 
authority, have poor people skills and want to be rewarded for their hard work. Assets 
and liabilities of the Generation X in the Workplace are listed in Table 3 (Zemke, et aI., 
2000). 
Table 3 
Assets and Liabilities o/the Generation X in the Workplace 
Assets Liabilities 
• Adaptable • Impatient 
• Technoliterate • Poor people skills 
• Independent • Inexperienced 
• Unintimidated by authority • Cynical 
• Creative 
Recruiting Generation X/or the Workplace. When recruiting a Generation X 
worker, stress that your work place offers a balance of work and home life. Let the 
Generation X worker know that your company wants to hire workers that are flexible, 
independent, technology literate and creative. Mention to the recruit that rewards are 
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given for work well done. Let the Generation X recruit know that change, new ideas and 
opportunities are examined frequently in the company. 
Orientating The New Generation X Employee. During orientation, provide a list 
of phone numbers or email addresses that are available for any concerns that the 
Generation X worker may have. Emphasize to the new employee that balance between 
work and home life is appreciated in the department. Let the new employee know that 
company politics will be handled through the manager. 
Opportunities for Generation X in the Workplace. Explain to the Generation X 
worker that they have freedom in doing their job. Allow the Generation X worker the 
freedom to work problems out for themselves. It is important to be available when the 
Generation X worker needs your assistance or to answer questions. This generation is 
always looking for advancement in the company whether it is to another department or to 
upper management. As manager it is important to lmow that this generation wants to 
develop new skills so offer opportunities to attend workshops and conferences to enhance 
their skills. 
Developing Generation X in the Workplace. To retain or recruit Generation X 
workers, it is very important to have training available for them to develop their work 
skills. Being alone when they were younger, this generation is able to learn quickly and 
develop skills on their own (Zemke et aI., 2000). For training the Generation X worker, 
just provide the most important points to lmow. This can be done by graphs, PowerPoint, 
or lists because this generation does not like to read as much as the other generations. 
Always remember to approach the Generation X worker each day to ask what he/she has 
learned from the workday (Zemke et aI., 2000). 
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Motivating Generation X in the Workplace. By giving many projects and tasks 
each day, the Generation X worker can prioritize their work time. Generation X workers 
like to have control over their work priorities. Managers should always remember to offer 
constructive feedback. This will help the Generation X employee continue being an 
effective worker (Zemke et aI., 2000). As a manager, keep the workplace fun. Generation 
X employees like to work in this type of work environment. The manager should always 
remember to reward their Generation X worker for work well done. If the manager 
forgets to recognize a Generation X's work achievements, the Generation X employee 
will be looking for another job. 
The Millennials 
The Millennials are those individuals that were born from 1982 to present. If there 
were one word to describe this generation, that word would be realistic. This was the 
generation that watched the television show The Cosby Show, Oprah, 90210, Dawson's 
Creek and Rosie. It was the time of Barney, Teenage Mutant Ninja Turtles, Beanie Baby, 
Spice Girls and the X Games. It was also the age ofInternet chat. The historical events of 
this generation were Oklahoma City Bombing, President Clinton and Monica Lewinsky 
scandal, Columbine High School Massacre and the Bombing of the World Trade Towers 
and the Pentagon. This generation is associated with the wars in Afghanistan and Iraq. 
The Millennials also know about such crimes as school shootings, gangs and drug wars. 
The heroes or influential people of this generation are Princes Diana, Prince William, Bill 
Gates, Michael Jordan, Sammy Sosa, Mark McGuire, Kurt Cobain and Leonardo 
DiCapprio. This generation lives in the time when technology is thriving. There is the cell 
phone, iPod, flat screen computers, video games, VCRs, DVD players, and Web Cams. 
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All of this technology has brought the world closer (Lancaster & Stillman, 2002). 
Millennials are allowed to voice their own opinions about things in their lives. 
Millennials have busy, overplanned and stressful lives (Zemke et aI., 2000). This 
generation has a lot of structure and have always had everything planned out in their lives 
(Zemke,2001). This generation has greater exposure to multiculturalism. Some 
individuals feel that the Millennials are the most tolerant of all the generations. 
Value Systems of the Millennials. The value system of the Millennials is one of 
optimism, confidence and street smarts. The world is much more dangerous than ever and 
the Millennials are more cautious of their surroundings. Millennials are helping to clean 
up the environment. This generation is more diverse than other generations. Millennials 
are achievers through athletics, technology, music and education. Millennials also 
possess sociability and morality (Zemke et aI., 2000). 
Expectations Held by Millennials. Most Millennials expect to go to work right 
after college. Millennials want to work in education, teaching, medicine, law, 
psychology, business and computer-related fields. Millennials want to work with others 
that are committed and idealistic (Zemke et aI., 2000). Many workers of this generation 
will have expectations that are high and unrealistic (Zemke, 2001). The Millennials will 
come into the work place with the expectation that all work assignments will be given 
with clear and concise instructions. Many Millennials will expect detailed career 
planning. Millennials will expect a timeline for advancement and wage increases. This 
generation lmows that it needs to work hard for what they want in life. This generation 
will expect a safe and secure workplace environment. 
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Stereotypes of the Millennials Held by Other Generations. The Traditionalists 
believe that the Millennials are well mannered, intelligent, and avoid watching television 
with so much violence. The Baby Boomers believe that the Millennials are cute, need 
more discipline from their parents, know how to work electronics, and need to learn how 
to entertain themselves (Zemke et aI., 2000). Generation X believes Millennials are the 
Neo Boomers and are self-centered (Zemke et aI., 2000). 
Work Ethic of Millennials. The Millennials have a work ethic that comes from all 
the generations. The Millennials like teamwork, knowledge of technology and are hard 
working. Many believe the Millennials are the perfect workforce. This generation is 
known for its resiliency. They believe through hard work and setting goals they will 
achieve their dreams. Researchers believe that the Millennials will follow the work ethic 
of the Traditionalists (Zemke et aI., 2000). 
Leadership Style of the Millennial in the Workplace. The leadership style 
Millennials will have in the workplace will be to work within the system. Millennials will 
be stronger leaders because they visualize what it takes to get the work done. Many 
believe that Millennials will be more involved in the political system and will help to 
make changes in the workplace. According to Zemke et aI. (2000), some issues would be 
the minimum wage, union issues and safety in the workplace. 
Managing Millennials in the Workplace. Millennials have been micro-managed 
all their life. As a manger the expectation from the Millennial employee will be to micro-
mange their work as well. Managers will need to guide Millennials on dealing with 
difficult customers or situations. Managers must understand that Millennials require 
autonomy, possess calmness and confidence. This generation is also inexperienced. 
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Managers need to know that Millennials will want to be taken seriously and treated as 
equals. It is important for a manger to know that Millennials are collaborative, 
independent, are creative and change hardy. This generation is also good at multitasking, 
is technologically savvy and possesses a strong work ethic. Since this generation is 
young, managers must know this generation believes jobs that handle food, require toting 
or lifting do not involve learning opportunities and should be avoided (Zeinke, 2001). 
When managing and training Millennials, expect them to learn what they need to lmow 
and they will always question why (Lancaster & Stillman, 2002). As manager it is 
important to keep in tune with the Millennials' current trends and interests (Chester, 
2002). Millennials top priority is working in a company that promotes fairness in the 
workplace. Table 4 gives the assets and liabilities of the Millennial in the workplace 
(Zemke et aI., 2000). 
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Table 4 
Assets and Liabilities of the Millennials in the Workplace 
Assets Liabilities 
• Collaborative • Need supervision and structure 
• Independent 
• Multitasking 
• Technologically savvy 
• Efficient 
• Innovative 
• Creative 
• High energy 
• Inexperienced 
• Has trouble handling difficult 
people and situations 
• Desensitized 
• Disengaged 
• Skeptical 
Recruiting Millennials for the Workplace. It is important to persuade the 
Millennial and let them lmow convincingly why he/she would be valuable to the 
company. Explain to the Millennial the company has an extensive training program. A 
recruiter should use various options to attract Millennials to apply at their company. It is 
important to build a relationship with the Millennial recruit immediately. If the interview 
is boring the applicant will think working for the company will be too. Recruiters need to 
go where the Millennials go. Suggestions would be display bathroom ads, go to 
skateboard parks, concerts or even Internet cafes (Chester, 2002). Recruiters need to 
build alliances with high schools and colleges whenjob opportunities become available. 
This generation seeks employment by Internet and the recruiter needs to effectively 
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develop a job description. Millennial job seekers should be able to access and navigate 
the company website with ease. When a Millennial job prospect applies for the position, 
the recruiter needs to quickly respond (Chester, 2002). 
Orientating The New Millennial Employee. When orientating the Millennial 
employee it is necessary to allow ample time to explain the work environment in the 
department. Such items to explain would be the good and bad aspects of the department, 
long-tenn goals of the company and the supervisor's expectations (Chester, 2002). 
Another important point is to ask the Millennial their long-tenn and short-tenn personal 
goals. During orientation, take the Millennial on a tour of all the departments in the 
company. This will give the Millennial the impression there is possibility to advance to 
other positions in the company. Millennials will enjoy and learn more from a 
participating supervisor than a lecturing one. Orientation materials should be stimulating, 
interactive, hands on and if possible done by computer. The most important point to 
orientation is to make a favorable and great first day on the job impression. This will 
show the new Millennial employee that working for this company will be exciting and 
will make them feel welcomed. 
Opportunities for Millennials in the Workplace. Millennials are always looking 
for opportunities for learning and growth. Millennials have the ability to be innovative 
and enjoy working on new projects, systems and processes (Zemke, 2001). 
Developing Millennials in the Workplace. Millennials want to learn new job skills 
and continue their education (Zemke et aI., 2002). This generation likes teamwork. 
Millennials have been involved in mentoring programs. Developing a mentoring program 
in the company will allow the Millennial to make a contribution. According to Joanne 
Sujansky (2003, p. 13) "It is important to take advantage the Millennials' strengths and 
help them understand their weaknesses." 
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Motivating Millennials in the Workplace. Managers will need to welcome and 
nurture this generation. This generation is in great demand for workers. Managers need to 
assign work that has meaning. The Millennial should have flexibility and freedom with 
work assignments and projects. Millennials will be motivated to the company if there is 
flexibility in the work schedule. It is important to develop a reward and recognition 
program. The company or manager may provide movie tickets, food certificates, tickets 
to events or a free meal to reward good work. This may also help to decrease 
absenteeism. This will make the Millennial feel as though he/she is a valued employee 
(Chester, 2002). Millennials like to work in a fun workplace. Allow the Millennial to be 
proactive in creating his/her own amusement in the workplace. The greatest motivator to 
this generation in the workplace is to have them engage in work that has meaning 
(Lancaster & Stillman, 2002). 
There exists a lot of information on the generational groups, however, less is 
known about how organizational commitment and job satisfaction may be impacted. The 
purpose of this study is to determine job satisfaction and organizational commitment of 
nursing home foodservice workers as well as impact of multi generations upon job . 
satisfaction and organizational commitment. 
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Chapter III: Methodology 
The purpose of this study was to determine the job satisfaction and organizational 
commitment of nursing home foodservice workers in West Central Wisconsin. 
Research Questions 
The research questions addressed in this study were: 
1. Are there aspects of job satisfaction that are significantly higher or lower in 
nursing home foodservice employees? 
2. Does job satisfaction have an impact upon nursing home foodservice 
employees to remain committed to the organization, affect their organizational 
identification, organizational involvement or loyalty to the organization? 
3. Do generational differences in the workplace have an impact upon job 
satisfaction and organizational commitment? 
4. Are the years of employment in foodservice related to job satisfaction or 
organization commitment? 
The University of Wisconsin-Stout Institutional Review Board approved this 
research project for the Protection of Human Subjects in Research (IRB). See Appendix 
A for the Form Consent to Participate in UW-Stout Approved Research. A University of 
Wisconsin-Stout Student Research Fund Grant was awarded and was utilized for costs of 
transportation and materials needed for this research project (Appendix B). This chapter 
will include the methods and procedures used in the study. The sections addressed in this 
chapter include subject selection and description, instrumentation, data collection 
procedures, data analysis, and limitations. 
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Subject Selection and Description 
Foodservice employees from 44 nursing homes in the counties of West Central 
Wisconsin were potential sites for recruitment for the study. The counties of West Central 
Wisconsin included Buffalo, Chippewa, Dunn, Eau Claire, Jackson, Pepin, Pierce, St. 
Croix, and Trempealeau. The list of nursing homes in each county was found from the 
government website of the Wisconsin Department of Health and Family Services. To 
achieve the objectives of this study, a stratified random sampling of the 44 nursing homes 
in the counties of West Central Wisconsin was conducted and 15 nursing homes were 
selected for the study. See Appendix C. To achieve the stratified random sampling, the 
names of the nursing homes were written on a piece of paper and put into a paper bag. 
Individuals were randomly selected to reach into the paper bag without looking into the 
bag and pull out a piece of paper containing a name of a nursing home. For the counties 
that had three or less nursing homes, one piece of paper was selected. For the counties 
that had four or more nursing homes, two pieces of paper were selected. 
After the selected nursing homes were chosen, the foodservice supervisors were 
contacted by telephone to set up an appointment to discuss the research project and 
survey. If the foodservice supervisor agreed to a meeting, the investigator would make an 
appointment to meet with the foodservice supervisor. At the meeting the investigator 
would present to the foodservice supervisor a letter, which describes the purpose of 
administering a survey to the foodservice staff, an introduction of the investigator and the 
name of the thesis. See Appendix D. If the foodservice employees were willing to partake 
in the survey, the foodservice supervisor would complete and sign the form indicating 
that some of the foodservice staffhad given their permission to fill out the survey. See 
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Appendix E. A time would be determined to give the survey that was convenient for the 
foodservice employees. 
Instrumentation . 
There were two surveys chosen for this research project. Both surveys were found 
in the book titled Taking the Measure of Work. A Guide to Validated Scales for 
Organizational Research and Diagnosis authored by Dail Fields and published by Sage 
Publications, Inc. (2002). There were two reasons the surveys were selected. One reason 
was because the surveys met the goals for the research project, which were to measure 
and analyze components pertaining to job satisfaction and organizational commitment. 
The second reason was due to the validity and reliability of these surveys. 
The first survey utilized was on Job Satisfaction developed by Paul Spector 
(1985) which was found on pages 14 and 15 in Dail Field's book. There are 36 items that 
describe nine job facets. Each ofthe nine job facets contains four items. These facets 
pertain to satisfaction of pay, promotion, supervision, benefits, rewards, operating 
procedures, co-workers, the work itself, and communication. A 6-point Likert-type scale 
was used for responses, where 1 = disagree very much and 6 = agree very much. 
The second survey was on Organizational Commitment developed by Cook and 
Wall (1980) found on pages 56 and 57 also in Dail Field's book. This survey depicts an 
employee's overall commitment to the organization. There are nine items in the survey. 
The items are put into three subscales, which measures organizational identification, 
involvement and loyalty. Each of the subscales contains three items. A 7-point Likert-
type scale was used for responses, where 1 = strongly disagree and 7 = strongly agree. 
These two surveys were put together in a booklet. The first page of the booklet gives the 
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instructions for taking the survey and also thanks the participant. The next two pages on 
the inside of the booklet had the 36 items from the Job Satisfaction survey. The last page 
ofthe booklet had the nine items from the Organizational Commitment survey. See 
Appendix F for an example of the two surveys. 
Data Collection Procedures 
The investigator made a telephone call to each supervisor of the fifteen nursing 
homes that were stratified and randomly selected for the study. These nursing homes 
were located in the counties of Buffalo, Chippewa, Dunn, Eau Claire, Jackson, Pepin, 
Pierce, St. Croix, and Trempealeau. The investigator went to nursing homes in West 
Central Wisconsin during the year 2005 on the dates of April 5th, 20th, 23rd , 24th, and 30th 
to give surveys. Surveys were also given in October on the dates of the 4t\ 11 th, 18th, and 
25th and in December on the 2nd • In the year 2006, surveys were given on February 28th 
and March 10th. From the 15 nursing homes that were chosen, three declined to 
participate in the study and two wanted to participate but declined because they did not 
have the time due to staff shortage. Before the investigator gave the survey to the 
participants, the supervisor from each nursing home was to obtain consent from their 
employees to participate in the survey. If any of the nursing home foodservice employees 
agreed to participate, the supervisor signed the Willingness to Participate in the Survey 
form. See Appendix E. Since the Willingness to Participate in the Survey form was the 
consent form that the participants wanted to participate in the survey, there was not an 
individual form for each participant to sign giving their consent. Before the survey was 
given to the foodservice employees, the investigator explained to the participants that 
taking the survey was voluntary. At any time while taking the survey the participant felt 
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uneasy, he/she could quit taking the survey. Upon this point in the data collection 
process, if a participant proceeded to fill out the survey he/she was giving consent. A 54-
question survey was administered using the Likert-type scale. Each participant was given 
an envelope to putand seal their survey. No name of the participant or nursing home 
facility was written on the envelope to ensure anonymity. All surveys were put into a 
box. Before the data analysis was to begin, all envelopes were opened and each survey 
was given a code number. 
Data Analysis 
A number of statistical analyses were used in this study. The Statistical Program 
for Social Sciences, version 14.0, (SPSS, 2005) was used to analyze the data. Means and 
frequencies were determined. A comparison of Traditionalist, Baby Boomer, Generation 
X and Millennial responses to both surveys were analyzed by ANOV A and tested with 
the Duncan Multiple Range test. ANOV A was run to determine if there were aspects of 
job satisfaction (nine categories) that are significantly higher or lower in nursing home 
foodservice employees. Pearson correlations were run comparing categories from the Job 
Satisfaction Survey to other categories within this survey and to categories from the 
Organization Commitment survey to determine if any of these factors (commitment, 
organizational identification, organizational involvement or organizational loyalty) 
impacted nursing home foodservice employees' commitment to the organization or to 
any single category of job satisfaction. Additional Pearson correlations were run to 
determine if total commitment, total satisfaction, and nine categories of job satisfaction 
were related to years of employment in the foodservice position. Finally a Pearson 
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correlation was run against years worked against organizational commitment and each of 
the subcategories of job satisfaction. 
Limitations 
One assumption was that the foodservice workers in West Central Wisconsin 
represented a sampling of nursing home foodservice workers all across the nation. 
Another assumption was that the participants in the survey answered the survey questions 
honestly and without bias. 
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Chapter IV: Results 
Data was collected from nursing home food service employees from West Central 
Wisconsin that included the following countries: Buffalo, Chippewa, Dunn, Eau Claire, 
Jackson, Pepin, Pierce, St. Croix, and Trempealeau. Two surveys were administered: Job 
Satisfaction and Organization Commitment (Appendix F). Data were collected from ten 
nursing homes. Fifteen were in the original stratified sample but five declined to 
participate. Data were compiled and frequencies and means were obtained. Analysis of 
Variance (ANOVA) with Duncan's Multiple Range Test was run to compare education 
level and total length of employment by generational groups (Traditionalist, Baby 
Boomers, Generation X and Millennials). The responses to individual items and 
categories from the Job Satisfaction survey by generational group were also tested using 
ANOVA and Duncan's Multiple Range Test. In addition the means of the categories of 
each generational group from the organization commitment survey (loyalty, involvement 
and identification) were compared also using ANOVA and Duncan's Multiple Range 
Test. Pearson correlations were also run. This chapter summarizes the results. 
Table 5 shows the gender ofthe 76 participants. There were 3 males and 73 
females representing 3.9% and 96.1 %, respectively, of the total experimental group. 
There were no missing data. 
Table 5 
Gender of Participants 
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Gender Frequency Percent Cumulative Percent 
Male 
Female 
Total 
3.0 
73.0 
76.0 
3.9 
96.1 
100.0 
3.9 
100.0 
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Table 6 depicts the number of participants in each generational group. Note that 
age 25 or younger placed the participant in the Millennial group, age 26 to 42 in the 
Generation X group, age 43 to 61 in the Baby Boomer group and age 62 and up in the 
Traditionalist group. The age and generational placement for this study was determined 
by the year born. The numbers of respondents in the Traditionalist, Baby Boomer, 
Generation X and Millennial groups were 7, 40, 16, and 13, respectively. The most 
represented group was the Baby Boomers which was 52.6% of the population. The least 
represented group was the Traditionalist with 9.2% of the population. 
Table 6 
Generational Representation of Participants 
Generational Group Frequency Percent Cumulative Percentage 
Traditionalist 7 9.2 9.2 
Baby Boomer 40 52.6 61.8 
Generation X 16 21.1 82.9 
Millennial 13 17.1 100.0 
Total 76 100.0 
The education levels of respondents are depicted in Table 7. Three levels of 
education were identified: High School, Technical, or College. The largest group of 47 or 
61.8% of the respondents had a high school education. The numbers with technical or 
college training were 14 and 15, respectively, or 18.4% and 19.7% of the total 
population. 
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Table 7 
Education Level of Respondents 
Level of Education Frequency Percent Cumulative Percentage 
High School 47 61.8 61.8 
Technical College 14 18.4 80.3 
College 15 19.7 100.0 
Total 76 100.0 
The frequencies and percent for each point on the Likert Scale from individual 
items from the Job Satisfaction Survey are presented in Table 8. The Likert Scale ranged 
from 1 = disagree very much, 2 = disagree moderately, 3 = disagree slightly, 4 = agree 
slightly, 5 = agree moderately and 6 = agree very much. The point on the Likert scales 
that represented the greatest frequencies and percentages are bolded. For example, for 
item 01, "I feel I am paid a fair amount for the work I do," the most frequent choice was 
at the Likert scale at "5" which was agree moderately with 26 of participants selecting 
this response or 34.2% of the study population. 
62 
Table 8 
Frequencies and Percentage Responding to Each Score on the Likert Scale for the 
Thirty-Six Items on the Job Satisfaction Survey 
Item Question 2 3 4 5 6 
01 I feel I am paid a fair amount for the 7 10 2 18 26 13 
work I do. 9.2% 13.2% 2.6% 23.7% 34.2% 17.1% 
02 There is really too little chance for 4 3 6 20 16 27 
promotion on my job. * 5.3% 3.9% 7.9% 26.3% 21.1% 35.5% 
03 My supervisor is quite competent in 3 11 8 20 33 
doing hislher job. 1.3% 3.9% 14.5% 10.5% 26.3% 43.4% 
04 I am not satisfied with the benefits 19 8 20 8 13 8 
I receive. * 25.0% 10.5% 26.3% 10.5% 17.1% 10.5% 
05 When I do a god job, I receive the 8 7 6 18 21 16 
recognition for it that I should receive. 10.5% 9.2% 7.9% 23.7% 27.6% 21.1% 
06 Many of our rules and procedures 22 17 12 13 5 7 
make doing a good job difficult. * 28.9% 22.4% 15.8% 17.1% 6.6% 9.2% 
07 I like the people I work with. 3 3 10 27 32 
1.3% 3.9% 3.9% 13.2% 35.5% 42.1% 
08 I sometimes feel my j ob is 34 17 5 13 4 3 
meaningless. * 44.7% 22.4% 6.6% 17.1% 5.35% 3.9% 
09 Communications seem good within 12 12 14 13 11 14 
this organization. 15.8% 15.8% 18.4% 17.1% 14.5% 18.4% 
10 Raises are too few and far between. * 9 13 10 14 12 18 
11.8% 17.1% 13.2% 18.4% 15.8% 23.7% 
11 Those who do well on the job stand a 18 13 9 16 13 7 
fair chance of being promoted. 23.7% 17.1% 11.8% 2l.l% 17.1% 9.2% 
12 My supervisor is unfair to me. * 41 12 8 9 4 2 
53.9% 15.8% 10.5% 11.8% 5.3% 2.6% 
13 The benefits we receive are as good as 11 7 15 14 19 10 
most other organizations offer. 14.5% 9.2% 19.7% 18.4% 25.0% 13.2% 
14 I do not feel that the work I do is 23 10 10 13 11 9 
appreciated. * 30.3% 13.2% 13.2% 17.1% 14.5% 11.8% 
15 My efforts to do a good job are 6 16 6 17 18 13 
seldom blocked by red tape. 7.9% 21.1% 7.95% 22.4% 23.7% 17.1% 
* = Reverse score for analysis 
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Table 8 (continued) 
Item Question 2 3 4 5 6 
16 I find I have to work harder at my job 15 4 9 19 15 14 
than I should because of the 19.7% 5.3% 11.8% 25.0% 19.7% 18.4% 
incompetence of people I work with. * 
17 I like doing the things I do at work. 3 2 13 24 33 
3.9% 1.3% 2.6% 17.1% 31.6% 43.4% 
18 The goals of this organization are not 39 13 6 11 5 2 
clear to me. * 51.3% 17.1% 7.9% 14.5% 6.6% 2.6% 
19 I feel unappreciated by the 20 13 12 12 8 11 
organization when I think about what 26.3% 17.1% 15.8% 15.8% 10.5% 14.5% 
they pay me. * 
20 People get ahead as fast here as they 18 8 12 19 17 2 
do in other places. 23.7% 10.5% 15.8% 25.0% 22.4% 2.6% 
21 My supervisor shows too little interest 28 12 8 14 11 3 
in the feelings of subordinates. * 36.8% 15.8% 10.5% 18.4% 14.0% 3.9% 
22 The benefit package we have is 11 5 13 19 19 9 
equitable. (Not reversed) 14.5% 6.6% 17.1% 25.0% 25.0% 11.8% 
23 There are too few rewards for those 10 10 14 17 10 15 
who work here. * 13.2% 13.2% 18.4% 22.4% 13.2% 19.7% 
24 I have too much to do at work. * 18 7 10 17 15 9 
23.7% 9.2% 13.2% 22.4% 19.7% 11.8% 
25 I enjoy my coworkers 3 3 7 33 29 
3.9% 1.3% 3.9% 9.2% 43.4% 38.2% 
26 I often feel that I do not Imow what is 18 13 8 24 10 3 
going on with the organization. * 23.7% 17.1% 10.5% 31.6% 13.2% 3.9% 
27 I feel a sense of pride in doing 2 9 21 43 
my job. 0 1.3% 2.6% 1l.8% 27.6% 56.6% 
28 I feel satisfied with my chances for 10 12 10 14 19 11 
salary increases. 13.2% 15.8% 13.2% 18.4% 25.0% 14.5% 
29 There are benefits we do not have 9 3 8 24 16 16 
which we should have. * 1l.8% 3.9% 10.5% 31.6% 21.1% 21.1% 
30 I like my supervisor 2 6 20 46 
2.6% 1.3% 1.3% 7.9% 26.3% 60.5% 
31 I have too much paperwork to do. * 52 8 6 4 3 3 
68.4% 10.5% 7.9% 5.3% 3.9% 3.9% 
* = Reverse score for analysis 
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Table 8 (continued) 
Item Question 2 3 4 5 6 
---
32 I don't feel my efforts are rewarded 11 9 15 17 16 8 
the way they should be. * 14.5% 1l.8% 19.7% 22.4% 21.1% 10.5% 
33 I am satisfied with my chances for 14 8 10 13 21 10 
promotion. 18.4% 10.5% 13.2% 17.1% 27.6% 13.2% 
34 There is too much bickering and 12 9 2 19 12 22 
fighting at work. * 15.8% 1l.8% 2.6% 25.0% 15.8% 28.9% 
35 My job is enjoyable. 3 17 25 2,9 
3.9% 1.3% 1.3% 22.4% 32.9% 38.2% 
36 Work assignments are not fully 25 14 10 11 17 2 
explained. * 32.9% 18.4% 13.2% 14.5% 22.4% 2.6% 
* = Reverse score for analysis 
The frequencies and percent for each point on the Likert Scale for individual 
items from the Organizational Commitment Survey are presented in Table 9. The Likert 
scale ranged from 1 = disagree very much, 2 = disagree moderately, 3 = disagree slightly, 
4 = neutral, 5 = agree slightly, 6 = agree moderately and 7 = agree very much. For Item 
201, "I am quite proud to be able to tell people who it is that I work for" the score most 
often selected was "7 = agree very much" representing 44.7% of the population. 
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Table 9 
Frequencies and Percentage Responding to Each Item of the Likert Scale from the 
Organizational Commitment Survey 
Item Question 1 2 3 4 5 6 7 
201 I am quite proud to be able to tell 2 1 2 10 3 24 34 
people who it is that I work for. 2.6% 1.3% 2.6% 13.2% 3.9% 31.6% 44.7% 
202 I sometimes feel like leaving this 23 6 2 9 17 7 12 
employment for good. * 30.3% 7.9% 2.6% 11.8% 22.4% 9.2% 15.8% 
203 I'm not willing to put myself out 33 15 7 14 1 3 3 
just to help the organization. * 43.4% 19.7% 9.2% 18.4% 1.3% 3.9% 3.9% 
204 Even if the firm were not doing 7 8 6 16 6 13 20 
well financially, I would be 9.2% 10.5% 7.9% 21.1% 7.9% 17.1% 26.3% 
reluctant to change to another 
employer. 
205 I feel myself to be part of the 2 6 5 18 22 22 
organization 2.6% 1.3% 7.9% 6.6% 23.7% 28.9% 28.9% 
206 In my work I like to feel I am 1 1 1 5 18 22 22 
making some effort, not just for 1.3% 1.3% 1.3% 6.6% 23.7% 28.9% 28.9% 
myself, but for the organization as 
well. 
207 The offer of a bit more money 9 10 7 8 2 21 19 
with another employer would not 11.8% 13.2% 9.2% 10.5% 2.6% 27.6% 25.0% 
seriously make me think of 
changing my job. 
208 I would not recommend a close 35 13 8 9 2 4 5 
friend to join our staff. * 46.1% 17.1% 10.5% 11.8% 2.6% 5.3% 6.6% 
209 To know that my own work had 1 7 5 15 48 
made a contribution to the good of 0 0 1.3% 9.2% 6.6% 19.7% 63.2% 
the organization would please me. 
* = Reverse score for analysis 
The Job Satisfaction Survey contained nine subcategories that included Pay 
Satisfaction, Promotion, Supervision, Benefits, Rewards, Operating Procedures, Co-
Workers, Work Itself, and Communication as well as Overall Job Satisfaction for the 
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Total Respondents. The means and standard deviation for each subcategory and overall 
job satisfaction are given in Table 10. 
Table 10 
Means and Standard Deviations of the Nine Subcategories and Overall Satisfaction for 
Total Respondents Obtained from Job Satisfaction Survey 
Subcategory Item Responses in this SubcategOlY Mean Standard 
Number Deviation 
Pay 01 I feel I am being paid a fair amount for the 3.72 1.22 
work I do. 
10 Raises are too few and far between. 
19 I feel unappreciated by the organization 
when I think about what they pay me. 
28 I feel satisfied with my chances for salary 
increases. 
Promotion 02 There is really too little chance for 3.11 1.17 
promotion on my job. 
11 Those who do well on the job stand a fair 
chance of being promoted. 
20 People get ahead as fast here as they do in 
other places. 
33 I am satisfied with my chances for 
promotion. 
Supervision 03 My supervisor is quite competent in doing 4.89 1.11 
satisfaction his/her job. 
12 My supervisor is unfair to me. 
21 My supervisor shows too little interest in 
the feelings of subordinates. 
30 I like my supervisor. 
Benefits satisfaction 04 I am not satisfied with benefits I receive. 3.55 1.19 
13 The benefits we receive are as good as 
most other organizations offer. 
22 The benefit package we have is equitable. 
29 There are benefits we do not have which 
we should have. 
Rewards satisfaction 05 When I do a good job, I receive the 3.70 1.26 
recognition for it that I should receive. 
14 I do not feel that the work I do is 
appreciated. 
23 There are few rewards for those who work 
here. 
32 I don't feel my efforts are rewarded the 
way they should be. 
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Table 10 (continued) 
Subcategory Item Responses in this Subcategory Mean Standard 
Number Deviation 
Operating procedures 06 Many of our rules and procedures make 4.22 1.01 
satisfaction doing a good job difficult. 
15 My efforts to do a good job are seldom 
blocked by red tape. 
24 I have too much to do at work. 
31 I have too much paper work. 
Co-workers 07 I like the people I work with. 4.08 1.07 
satisfaction 16 I find I have to work harder at my job than 
I should because of the incompetence 
of people I work with. 
25 I enjoy my coworkers. 
34 There is too much bickering and fighting 
at work. 
W Ol'k itself 08 I sometimes feel my job is meaningless. 5.01 0.909 
satisfaction 17 I like doing the things I do at work. 
27 I feel a sense of pride in doing my job. 
35 My job is enjoyable. 
Communication 09 Communications seem good within this 4.14 1.02 
satisfaction organization. 
18 The goals of this organization are not clear 
tome. 
26 I often feel that I do not know what is 
going on with the organization. 
36 W Ol'k assignments are not fully explained. 
Job Satisfaction Average of all 36 items. 4.04 0.739 
Overall 
The Means and Standard Deviation of the Three Subcategories from the 
Organizational Commitment Survey of the Total Respondents are depicted in Table 11. 
Note that all items that make up the subcategory are included with that subcategory in 
Table 11. Thus for the subcategory, Organizational Identification, three questions are 
included. The three questions are "I am quite proud to be able to tell people who it is that 
I work for ", I feel myself to part of the organization" and "I would not recommend a 
close friend to join our staff." The mean for this category for all respondents was 5.63 
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out of a possible 7.0. The mean for the subcategory of Organization Involvement and 
Organization Loyalty are 5.94 and 4.49, respectively. The mean for Organizational 
Commitment overall was 5.35 out of a possible 7.0 on the Liekert scale. 
Table 11 
Organizational Commitment Survey: The Means and Standard Deviation of the Three 
Subcategories, Identification, Involvement and Loyalty and Overall Organizational 
Commitment of the Total Respondents 
Subcategory Item Responses in this Subcategory Mean Standard 
Number Deviation 
Organizational 201 I am quite proud to be able to tell people 5.63 1.29 
identification who it is that I work for. 
205 I feel myself to be part of the organization. 
208 I would not recommend a close friend to 
join our staff. 
Organizational 203 I'm not willing to put myself out just to 5.94 1.02 
involvement help the organization. 
206 In my work I like to feel I am making 
some effort, not just for myself, but for the 
organization as well. 
209 To know that my own work had made a 
contribution to the good of the 
organization would please me. 
Organizational 202 I sometimes feel like leaving this 4.49 1.74 
loyalty employment for good. 
204 Even if the firm were not doing too well 
financially, I would be reluctant to change 
to another employer. 
207 The offer of a bit more money with 
another employer would not seriously 
make me think of changing my job. 
Organizational Average of three categories 5.35 1.17 
Commitment Overall 
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The means and standard deviation for the individual items one through thirty-six 
on the job satisfaction questions are depicted in Table 12. Items 02 and 29 had the lowest 
means at 2.39 and 2.91, respectively. The statement "There is really too little chance for 
promotion on my job" had the lowest mean. The next lowest mean occurred for this 
statement "There are benefits that we do not have which we should have. " ItemE 34, 11, 
10,20,22, and 16 had means that ranged from 3.00 to 3.25. Items with means in this 
range included "There is too much bickering andfighting at work" and "lfind I have to 
work harder at my job than I should because of the incompetence of people I work with. " 
Items 23,32,09,24,33, 13, and 28, had a mean range of3.32 to 3.70. Statements in this 
range included "There are few rewards for those who work here "and "I have too much 
to do at work. "Items 04, 15, 19, 14, and 26 had means that ranged from 3.84 to 3.95 (for 
example, item 26 stated "I often feel that I do not know what is going on with the 
organization ''). Items 01, 03, 05, 06, 08, 12, 18,21,35, and 36 had means that ranged 
from 4.12 to 4.30. Item 36 stated "Work assignments are not fully explained. " Items 08, 
18,03, 12, and 35 ("My job is enjoyable") had a mean range of 4.72 to 4.93. Items 07, 17, 
25,27, 30, and 31 had a mean range of 5.04 to 5.36. The individual item with the highest 
mean was "lfeel a sense of pride doing my job. " The next highest mean was for "I have 
too much paperwork. " 
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Table 12 
Means and Standard Deviations for Individual Items from the Job Satisfaction Survey 
Individual Item Mean Standard 
Deviation 
-""---",, .. __ ._._-_.... ._._------. --."--""--~.-----------
Item 01 I feel I am being paid a fair amount for the work 4.12 1.557 
I do. 
Item 02 There is really too little chance for promotions 2.39 1.415 
on my job. 
Item 03 My supervisor is quite competent in doing 4.87 1.300 
his/her job. 
Item 04 I am not satisfied with the benefits I receive. 3.84 1.690 
Item 05 When I do a good job, I receive the recognition 4.12 1.591 
for it that I should receive. 
Item 06 Many of our rules and procedures make doing a 4.22 1.622 
good job difficult. 
Item 07 I like the people I work with. 5.04 1.137 
Item 08 I sometimes feel my job is meaningless. 4.27 1.502 
Item 09 Communications seem good within this 3.54 1.716 
organization. 
Item 10 Raises are too few and far between. 3.20 1.728 
Item 11 Those who do well on the job stand a fair chance 3.18 1.687 
of being promoted. 
Item 12 My supervisor is unfair to me. 4.93 1.427 
Item 13 The benefits we receive are as good as most 3.70 1.608 
other organizations offer. 
Item 14 I do not feel that the work I do is appreciated. 3.92 1.787 
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Table 12 (continued) 
Individual Item Mean Standard 
Deviation 
Item 15 My efforts to do a good job are seldom blocked 3.84 1.600 
by red tape. 
Item 16 I find I have to work harder at my job than I 3.25 1.737 
should because of the incompetence of people I 
work with. 
Item 17 I like doing the things I do at work. 5.01 1.216 
Item 18 The goals of this organization are not clear to 4.84 1.479 
me. 
Item 19 I feel appreciated by the organization when I 3.89 1.771 
think about what they pay me. 
Item 20 People get ahead as fast here as they do other 3.20 1.558 
places. 
Item 21 My supervisor shows to little interest in the 4.30 1.641 
feelings of subordinates. 
Item 22 The benefit package we have is equitable. 3.25 1.559 
Item 23 There are few rewards for those who work here. 3.32 1.659 
Item 24 I have too much to do at work. 3.59 1.730 
Item 25 I enjoy my coworkers. 5.01 1.183 
Item 26 I often feel that I do not know what is going on 3.95 1.531 
with the organization. 
Item 27 I feel a sense of pride in doing my job. 5.36 0.890 
Item 28 I feel satisfied with my chances for salary 3.70 1.649 
Increases. 
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Table 12 (continued) 
Individual Item Mean Standard 
Deviation 
-
Item 29 There are benefits we do not have which we 2.91 1.551 
should have. 
Item 30 I like my supervisor. 5.36 1.080 
Item 31 I have too much paperwork. 5.22 1.391 
Item 32 I don't feel my efforts are rewarded the way 3.45 1.561 
they should be. 
Item 33 I am satisfied with my chances for promotion. 3.64 1.710 
Item 34 There is too much bickering and fighting at 3.00 1.811 
work. 
Item 35 My job is enjoyable. 4.93 1.193 
Item 36 Work assignments are not fully explained. 4.25 1.609 
The Organizational Commitment Survey, Table 13, was composed of nine items. 
Means ranged from 4.21 to 6.34. The lowest mean occurred for the statement 
"J sometimes feel like leaving this employment for good" and the highest mean was 
reported for the statement "To know that my own work had made a contribution to the 
good of the organization would please me. " 
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Table 13 
The Means and Standard Deviations for Individual Items from the Organizational 
Commitment Survey 
Individual Item 
Item 201 I am quite proud to be able to tell people who it is that I 
work for. 
Item 202 I sometimes feel like leaving this emploYment for good. 
Item 203 I'm not willing to put myself out just to help the 
organization. 
Item 204 Even if the firm were not doing too well financially, I 
would be reluctant to change to another employer. 
Item 205 I feel myself to be part of the organization. 
Item 206 In my work I like to feel I am making some effort, not 
just for myself, but for the organization as well. 
Item 207 The offer of a bit more money with another employer 
would not seriously make me think of changing my job. 
Item 208 I would not recommend a close friend to join our staff. 
Item 209 To lmow that my own work had made a contribution to 
the good of the organization would please me. 
Mean Standard 
Deviation 
1.460 
4.21 2.259 
5.58 1.691 
4.64 2.025 
5.50 1.465 
5.91 1.213 
4.62 2.178 
5.50 1.887 
6.34 1.040 
lThe Likert scale ranged from 1 = disagree very much, 2 =disagree moderately, 3 = disagree slightly, 
4 = neutral, 5 = agree slightly, 6 = agree moderately, and 7 = agree very much. 
A comparison of Traditionalist, Baby Boomer, Generation X and Millennial 
responses to all individual items and categories were analyzed by ANOV A and tested 
with the Duncan Multiple Range Test (See Table 14). Individual items 4, 10, 19,24,26, 
27, and 31 as well as two categories, the Pay Category and the Operating Procedures 
were significantly different for a least some but not all of the generations (See Table 14). 
74 
For item 4, I am not satisfied with benefits I receive; the Traditionalists were significantly 
lower than the Millennials' . Baby Boomers were similar to the Traditionalist and 
Generation X but were also significantly lower than the Millennials'. For item 19, Ifeel 
unappreciated by the organization when I think about what they pay me, a finding similar 
to item 4 occurred in that the Traditionalists' and Baby Boomers' scores were 
significantly lower than the Millennials' but not significantly different from Generation 
X. 
Baby Boomers' score for Raises are too few and far between (item 10) were 
significantly lower than the Millennials' but not significantly different from the 
Traditionalists' and Generation X. Similarly, for the two categories, the Pay Category and 
the Operating Procedures Category, the Baby Boomers' mean scores were significantly 
lower than the Millennials' but not significantly different from the other two generational 
groups. 
For item 24, I have too much work to do, the Baby Boomers mean score (3.08) 
was significantly lower than the other three groups. However, the Traditionalists (3.86) 
and Generation X (4.13) mean scores were significantly lower than the Millennials' mean 
score (4.58). For item 26, I often feel that I do not know what is going on with the 
organization, the mean score of the Millennials (5.08) was significantly higher than 
Generation X, Baby Boomers, and Traditionalists with mean score of3.94, 3.75, and 3.0 
respectively; however, the mean scores of these three groups were not significantly 
different. 
Millennials mean scores were significantly lower than the Baby Boomers and 
Traditionalists for item 27, Ifeel a sense of pride in doing my job. However the 
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Millennials' mean score (4.85) was not significantly different from Generation X (5.06). 
This was the only item in which the mean score of the Millennials was lower than the 
other groups. The Millennials' mean score (5.92) on item 31, I have too much paper 
work, was significantly higher than the Traditionalist (4.71). On this item, Generation X 
(5.81) was significantly higher than the Traditionalists (4.71) but not different from the 
Baby Boomers (4.85). 
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Table 14 
A Comparison of the Traditionalists, Baby Boomers, Generation X and Millennials ' 
Responses from The Job Satisfaction Survey, Showing Individual Items and Categories 
that Were Significantly Different (Analyzed by ANOVA with Duncan Multiple Range 
Test) 
Item or Responses Traditionalists Baby Generation Millennials 
Category Boomers X 
04 I am not satisfied with the 2.86±1.95a 1, 2, 3, 4 3.93±1.70a 3.31±1.62ab 4.77±1.16b 
benefits I receive. 
10 Raises are too few and far 3.00±1.63ab 2.75±1.67a 3.50±1.63ab 4.31±1.65b 
between. 
19 I feel unappreciated by the 3.7l±1.70a 3.45±1.85a 4.00±1.63ab 5.23±1.l0b 
organization when I think 
about what they pay me. 
24 I have too much work to 3.86±2.11b 3.08±1.63a 4. 13±1.50b 4.58±1.71c 
do. 
26 I often feel that I do not 3.00±1.00a 3.75±1.59a 3.94±1.38a 5.08±1.l8b 
know what is going on 
with the organization. 
27 I feel a sense of pride in 5.86± .378a 5.55±...597"b 5.06±1.23bc 4.85±1.06c 
doing my job. 
31 I have too much paper 4.71±2.215a 4.85±1.528ab 5.81±...544b 5.92±...277b 
work. 
Pay (Includes items 1, 10, 19, 3.64±1.28ab 3.43±1.l0a 3.83±1.37ab 4.56±1.06b 
Category and 28). 
Operating (Includes items 6, 15,24, 4. 18±...876ab 3.93±1.05a 4.52±...868ab 4.77±".641 b 
Procedures and 31). 
1 
2 
Means±Standard Deviation 
3 Letters that are not alike are significantly different at p~O.05. 
4 
The items and categories can be found in Appendix F. 
The scale ranged from 1 = disagree very much, 2 = disagree moderately, 3 = disagree slightly, 4 = agree slightly, 5 = agree 
moderately and 6 = agree very much. 
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A comparison of Traditionalist, Baby Boomer, Generation X and Millennial 
responses to all individual items and categories were analyzed by ANOV A and tested 
with the Duncan Multiple Range Test (See Table 15). In category 207, the offer of a bit 
more money with another employer would not seriously make me think of changing my 
job, the Traditionalists' mean score (5.57) was significantly higher from Generation X 
(3.56) but not significantly different from Baby Boomers and Millennials. For item 209, 
to know that my own work had made a contribution to the good of the organization would 
please me, the Traditionalists' mean score (7.00) was significantly higher from the 
Millennials (5.69) but not significantly different than the Baby Boomers and Generation 
X. In the Loyalty Category, which included items 02, 04, and 07, the mean score of the 
Traditionalists (5.71) was higher than the Generation X (3.73) and the Millenials (3.95) 
but not significantly different than the Baby Boomers (4.76). For the category Years that 
included length of employment the mean of the Traditionalists (17.62) was not 
significantly higher than the Baby Boomers (12.67); however, both generational groups 
were employed significantly longer than Generation X and the Millennials. 
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Table 15 
A Comparison of Traditionalists, Baby Boomers, Generation X and Millennials' 
Responses on the Organizational Commitment Survey Showing Individual Items, the 
Category Loyalty and Length of Employment that were Significantly Different (Analyzed 
by ANOVA with Duncan Multiple Range Test) 
Item or Responses Traditionalists 
Category 
207 The offer of a bit more 5.57± 2.07' 1, 2, 3, 4 
money with another 
employer would not seriously 
make me think of changing 
my job. 
209 To know that my own work 7.00±...00la 
had made a contribution to 
the good of the organization 
would please me. 
Loyalty (Items included 02, 04, and 5.71± .931a 
Category 07). 
Years Length of Employment 17.62±9.33a 
I 
Means+ Standard Deviation 2 -
Letters that are not alike are significantly different at p~. 0.05. 
3 
The item and categories can be found in Appendix F. 
4 
Baby Generation Millennials 
Boomers X 
5.10±1.97,b 3.56±2.34b 3.92±2.1S,b 
6.45± .S46ab 6.31±1.0Sab 5.69±1.49b 
4.76±1.59ab 3.73±2.06b 3.95±1.65b 
12.67±9.41a 5.15±4.20b 3.43±3.36b 
. The Likert scale ranged from I = disagree very much, 2 = disagree moderately, 3 = disagree slightly, 4 = neutral, 5 = agree slightly, 
6 = agree moderately, and 7 = agree very much .. 
A Pearson correlation was run comparing the work itself category from the Job 
Satisfaction survey to other categories within the Job Satisfaction survey. 
The satisfaction with work itself category was correlated to satisfaction with the 
following categories: promotion (r = 0.391, p = 0.001), supervision (r = 0.467 p = 0.001), 
rewards (r = 0.422, p = 0.001), co-workers (r = 0.440, p = 0.001), and communication 
(r = 0.319, p = 0.005). Satisfaction with work itself on the job satisfaction survey did not 
correlate with pay, benefits or operational procedures. All of the above categories were 
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composed of items from the Job Satisfaction Survey. 
A Pearson correlation compared items on the Organizational Commitment Survey 
to satisfaction with work itself. Work itself correlated to organizational commitment 
(r = 0.669, p = 0.001). In addition satisfaction with work itself correlated to 
organizational identification (r = 0.594, p = 0.001), involvement in organization 
(r = 0.541, P = 0.001) and loyalty (r = 0.596, P = 0.001), which are categories from the 
organizational commitment survey. 
From the Job Satisfaction Survey the category of operational procedures (rules, 
procedures, red tape, too much paper work) correlated to pay (r = 0.228, p = 0.047), 
supervision (r = 0.270, p= 0.019), rewards (r= 0.285, p = 0.01), co-workers (r = 0.229, P 
= 0.046), communication (r = 0.488, p = 0.001), and promotion (r = 0.050, P = 0.670), 
but did not correlate to work itself or benefits. Operational procedures from the Job 
Satisfaction Survey correlated to organization identification (r = 0.264, p = 0.021) but did 
not correlate to involvement or loyalty from the Organizational Commitment Survey. 
The years employed negatively correlated to satisfaction with operational 
procedures (r = -0.345, P = 0.002). The years employed did not correlate with the 
categories of pay, promotion, supervision, rewards, work itself, and communication from 
the Job Satisfaction Survey. The years employed did not correlate with identification, 
involvement, or loyalty from the Organizational Commitment Survey. 
Chapter V: Discussion 
This research study examined how nursing home foodservice workers from ten 
nursing homes in West Central Wisconsin viewed job satisfaction and organizational 
commitment. This study also examined how job satisfaction and organizational 
commitment was viewed among the multi generational groups within the foodservice 
department. 
Discussion 
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The participants in the present study of nursing home foodservice workers were 
primarily women (73) with only three males. Hopkins, Vaden, and Vaden (1979) found 
that in their study of 250 foodservice employees in 24 schools that the participants were 
mostly women, and 96% of the population were older than 31 years. In the present study 
Millennials (25 years old or younger) made up 17.1 % of the population, Generation X 
(26-42 years of age) made up 21.1 % of the population, Baby Boomer (43-61 years of 
age) were 52.6% of the population, and Traditionalist (62 years and up) made up only 7% 
of the study participants. In the 1979 study of Hopkins, Vaden, and Vaden the majority 
had completed high school and only a few had attended college. The data of the present 
study (2005-2006) some 25 years later in nursing home foodservice workers showed 
61.8% had attended high school and 38.2% had attended technical college or college 
which indicates today's foodservice employees have achieved higher education. 
The Job Satisfaction Survey contained a Likert Scale that ranged from 1 = ". 
disagree very much, 2 = disagree moderately, 3 = disagree slightly, 4 = agree slightly, 5 = 
agree moderately, and 6 = agree very much. The most frequent response (34.2%) for the 
first question "I feel I am paid a fair amount for the work I do" was at 5, agree 
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moderately. Whereas, the response of6, agree very much, was given by 35.5% of the 
participants for the second question "There is really too little chance for promotion on my 
job" which thus indicates a strong agreement. The participants (43.4%) demonstrated 
equally strong feelings that their supervisor was competent in doing his/her job, and over 
60% strongly agreed that they "Liked their supervisor." Over 72.4% agreed slightly, 
moderately or strongly to the statement, "When I do a good job, I receive the recognition 
for it that I should receive." Over 90% of the participants agreed slightly, moderately or 
strongly to the statement that "I like the people I work with." Over 73% of the 
participants disagreed at some level with the statement "I sometimes feel my joh is 
meaningless" and even more strongly (80.2%) were in disagreement with the statement 
"My supervisor is unfair to me." Similarly, 63% disagreed with the statement that "My 
supervisor shows too little interest in the feelings of subordinates." Over 92% agreed 
slightly, moderately or strongly with the statement "I like doing the things I do at work" 
and 90% agreed slightly, moderately or strongly that they "Enjoyed their co-workers." 
Those agreeing slightly, moderately or strongly to the statement "I feel a sense of pride in 
doing my job" were 96%, and 94% agreed at some level that their job was enjoyable. 
A Likert Scale was also used in the Organizational Commitment Survey. The 
Likert scale ranged from 1 = disagree very much, 2 = disagree moderately, 3 = disagree 
slight, 4 = neutral, 5 = agree slightly, 6 = agree moderately and 7 = agree very much. For 
the item "I am quite proud to be able to tell people who it is that I work for" the score 
most often selected was 7 = agree very much representing 44.7% of the population. Over 
80% agreed slightly, moderately or very much to the statement "I feel myself to be part 
of the organization" and over 90% agreed at some level to the statement "In my work I 
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like to feel I am making some effort, not just for myself, but for the organization as well." 
Some 74% disagreed with the statement "I would not recommend a close friend to join 
our staff." And 63.2% strongly agreed to the statement "To know that my own work had 
made a contribution to the good of the organization would please me." 
The highest mean for the subcategory of job satisfaction from the Job Satisfaction 
Survey was satisfaction with work itself 5.01/6.0, followed by supervision satisfaction 
4.89/6.0, operating procedures satisfaction 4.22/6.0 and satisfaction with co-workers 
4.08/6.0. The lowest means were for promotion satisfaction with a mean of 3.11/6.0, 
benefits satisfaction, mean 3.55/6.0, and rewards satisfaction, mean 3.7/6.0. It appears 
from the means that workers are satisfied with supervision, operating procedures and 
coworkers but are less satisfied with promotion, benefits, and rewards. From the 
Organizational Commitment Survey the overall mean for organizational commitment was 
5.3517.0). The mean for organizational involvement (making effort for organization, 
5.9417.0) and organizational identification (lmowing my work made a contribution, 
5.6317.0) did much to boost the overall organization commitment mean. Organiiational 
loyalty with a mean of 4.4917.0 lowered the overall mean for organizational commitment. 
In items 4, 10, 19,24, and 26 on the job satisfaction survey, the mean scores of 
Baby Boomers were found to be significantly lower than Millennials but not necessarily 
different than Traditionalists or Generation X depending on the item. Thus, Millennials 
and Baby Boomers appear to be the most unlike in their job satisfaction related to· 
benefits, raises, appreciation by organization, amount of work, and Imowing what is 
going on in the organization with the Millennials scoring higher than the Baby Boomers. 
Whereas the Traditionalists and Baby Boomers scores were higher than the Millennials 
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on the item 27 I feel a sense of pride in doing my job. Similarly, for two categories (with 
questions combined), the pay and the operating procedures categories, the Baby Boomers 
scored lower than the Millennials which mirrors their responses to the individual items 4, 
10, 19,24, and 26. On the above items and categories, Generation X mean scores were 
not significantly different than the Millennials with the exception I have too much work 
to do and I feel I do not know what is going on in the organization with the Generation X 
exhibiting a lower score than the Millennials. In fact the Millennials (the youngest group) 
were the only ones who indicated they felt they knew what was going on with the 
organization. In the workplace, Millennials will ask questions about their job and 
micromanage their tasks. Millennials pay extra attention to details, they are social and 
adapt easily to changes in the workplace. Being more aware of their surroundings allows 
the Millennial to know what is going on with the organization. 
According to a 2007 Center for Creative Leadership survey as discussed by Deal 
and as cited by Dobbs, Healey, Kane, Mak and McNamara (2007), more than 60% of 
Late Boomers (born 1955 to 1963) agree that they would like to stay with their current 
organization for the rest of their working lives, compared to less than 30% of Late Xers 
(born 1977 to 1986). Sneed and Herman (1990) found hospital foodservice employees 29 
years old and younger were less committed to the organization than were employees over 
30 years old. Shen, Pitt-Catsouphes, and Smyer (2007) reported that older employees are 
more likely to report high commitment to employers than either young employees or 
employees at mid-life. In the present study both Generation X and Millennials scored 
lower on loyalty, one aspect of commitment, than did the Traditionalist, whereas Baby 
Boomers were not significantly different than either group. Duke and Sneed, 1989, 
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reported (as cited by Sneed and Herman, 1990) that older employees in a university 
foodservice department tended to be more satisfied with their jobs than did younger 
employees. This finding was also apparent in the present study. This finding may be 
similarly true of many occupations. Griffin and Hepburn (2005) found in 546 correctional 
workers that age and tenure emerged as a strong predictor of continuance commitment. 
DeMicco and Olsen (1988) in a study of hospital and college university 
foodservice workers aged 55 years and older (no. = 243) found no statistically 
meaningful relationship between work satisfaction (measured by the Minnesota 
Satisfaction Questionnaire) and organizational commitment. The mean response to "I feel 
little loyalty to this organization" was quite strong. However, Sneed and Herman (1990) 
studied 172 employees of 11 randomly selected hospitals and found contrasting results. 
Sneed and Herman (1990) found results similar to our study in that organizational 
commitment was significantly correlated with job satisfaction. Sneed and Herman (1990) 
cited in their report two past studies done by Buchanan, 1974, and Hrebiniak and Alutto, 
1972, which had found a similar correlation of organization commitment and job 
satisfaction. Sneed and Herman (1990) also cited a third study by Batemen and Strasser, 
1984, which found commitment to be a precursor of satisfaction. In contrast, Glisson and 
Durick (1988) cited the works of Marsh and Mannari, 1977, and Williams and Hazer, 
1986, who both found that satisfaction was not correlated with commitment but was 
actually the precursor of commitment. Whereas Porter et aI, 1974, as cited by Glisson and 
Durick (1988) found that organization commitment and job satisfaction were correlated 
as was found in the present study. In any case job satisfaction and organizational 
commitment appear to be intertwined. 
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In the present study, satisfaction with work correlated with all categories from the 
Organizational Commitment Survey (loyalty, organizational identification, and 
involvement) and correlated with all job satisfaction categories (promotion, pay, 
supervision, rewards, co-workers, communication) with the exception of benefits and 
operational procedures. Therefore, satisfaction with the work itself may not be affected 
by improving benefits and or operational procedures. Areas for administrators to 
intervene to increase work satisfaction would be promotion, pay, supervision, rewards, 
co-workers, and communication. Young, Worchel, and Woelr (2001) in 64 blue-collar 
employees in a waste, water, and sanitation department found that job satisfaction was 
significantly related to commitment. The present study found job satisfaction positively 
correlated to every category of organizational commitment (organization identify, 
involvement and loyalty). 
Trimble (2006) surveyed 468 missionaries and found that tenure was a strong 
predictor of organizational commitment and job satisfaction. The present study did not 
find a correlation with tenure to organizational commitment or job satisfaction with the 
exception that satisfaction with operational procedures was negatively correlated to years 
at job. 
Satisfaction with operational procedures correlated with many of the categories 
from the Job Satisfaction Survey. The categories from the Job Satisfaction Survey that 
correlated to operation procedures included pay, supervision, rewards, co-workers, 
communication, and promotion. Jaffe, Almanza, and Chen (1994) in 140 residence halls 
foodservice employees found similar results. A positive relationship with job 
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characteristics (feedback, dealing with others and friendship opportunities) and job 
satisfaction was found. Lydon and Chevalier, 2002, as cited by Skalli, Theodossiou & 
Vasileiou (2007) showed that job satisfaction increases with wage. The present study also 
showed a positive correlation between job satisfaction and pay. 
In the present study, operation procedures did not correlate to the work itself or 
benefits but was positively correlated to promotion, pay, supervision, rewards, co-
workers, and communication. Therefore, if operational procedures were improved, then 
satisfaction with pay, supervision, rewards, co-workers, communication, and promotion 
might improve and vice versa. However, improvement of operational procedures would 
probably not affect satisfaction with the work itself or with benefits or improve loyalty or 
commitment to the organization (two aspects of organizational commitment not 
correlated to operational procedures). In the area of organizational commitment, 
operational procedures correlated to organization identification but did not correlate to 
involvement or loyalty from the Organizational Commitment Survey. 
Limitations 
One limitation is the assumption that each nursing home has Traditionalist 
employees. Another limitation would be that the lack of participation of the employees of 
each nursing home foodservice other than not consenting to take part in the study, was 
due to illness, vacation or leave of absence. The third limitation is that the data was 
collected in one region of Wisconsin which limits generalization to nursing home 
foodservice throughout the United States. 
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Conclusions 
The results of the present research strongly support the contention that work-
related satisfaction helps lin1( an individual to an organization through organizational 
commitment. Employees of different ages bring different perspectives to the workplace 
and are also likely to need different types of support so that they can make their best 
contributions at work. For example, the experienced Traditionalist cook may be training a 
new Millennial cook, who may be inexperienced about preparing foods, to comprehend 
recipe instructions, cooking techniques and correctly use foodservice equipment. Since 
Baby Boomers are good working in teams and a Generation X worker is very literate for 
technology, the manager may want to give responsibility to these employees to work on a 
project together. The project may be preparing the weekly food order or doing inventory. 
A great project for the entire food service department would be to develop new menus. 
This would enable the generational groups to enhance their workplace assets and improve 
upon their workplace liabilities. When the new are menus are fully developed and put to 
use, the generational groups can see how their project is not only valuable to the 
foodservice department and the organization but most importantly to bring new and 
exciting foods to the residents. 
Considering the importance of work in a person's life, these findings are useful to 
those involved in supervision of employees. By understanding factors affecting job 
satisfaction and organizational commitment as well as those factors specifically 
applicable to the multi generational workforce, managers can improve the effectiveness of 
job design, and possibly increase positive outcomes, i.e., improve employee performance 
and satisfaction and decrease absenteeism and turnover. 
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Recommendations 
Further research can be investigated for job satisfaction and organizational 
commitment among nursing home foodservice workers and the multi generational within 
nursing home foodservice. Studies can be done contrasting how urban and rural nursing 
home foodservice workers view job satisfaction and organizational commitment. A larger 
sample size would increase the numbers in the multi generational workplace to analyze. A 
qualitative study would allow the participants in the study to express their opinions and 
ideas about job satisfaction and organizational commitment in nursing home foodservice. 
More research needs to be done for job satisfaction and organizational commitment in 
nursing home foodservice to maintain a quality and diverse staff into the future. 
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Consent to Participate In UW-Stout Approved Research 
I understand that by returning this questionnaire, I am giving my informed consent as a 
participating volunteer in this study. I understand the basic nature of the study and agree 
that any potential risks are exceedingly small. I also understand the potential benefits that 
might be realized from the successful completion of this study. I am aware that the 
information is being sought in a specific manner so that no identifiers are needed and so 
that confidentiality is guaranteed. I realize that I have the right to refuse to participate and 
that my right to withdraw from participation at any time during the study will be 
respected with no coercion or prejudice. 
The Job Satisfaction and Organizational Commitment survey will be the instruments used 
for the thesis of Job Satisfaction and Organizational Commitment of Nursing Home Food 
Service Workers in West Central Wisconsin. You do not have to participate in filling out 
the survey. If you choose to, your cooperation will be greatly appreciated. Those 
employees that are under eighteen years-old are exempt from filling out the survey. All 
responses will be confidential. I am asking you to write in the year that you were born to 
assess the different generations that work in nursing home food service. The data 
collected from this survey will be analyzed to assess if changes are needed to provide job 
satisfaction and organizational commitment in nursing home food service. 
The benefits of completion of the survey could be to enhance the work environment of 
nursing home food service employees. The risks to you are neglible as complete 
confidentiality will be maintained for both the employees and the nursing homes. I would 
like to thank you in advance for your time and support. 
This study has been reviewed and approved by The University ofWisconsin-Stout's 
Institutional Review Board (IRB). The IRB has determined that this study meets the 
ethical obligations required by federal law and university policies. If you have questions 
or concerns regarding this study please contact the Investigator or Advisor. If you have 
any questions, concerns, or reports regarding your rights as a research subject, please 
contact the IRB Administrator. 
IRB Administrator 
Sue Foxwell, Director, Research Services 
152 Vocational Rehabilitation Bldg. 
UW-Stout 
Menomonie WI 54751 
715-232-2477 
foxwells@uwstout.edu 
Investigator 
Linda Stranglen 
Food and Nutrition Department 
415 East 10th Ave 
University of Wisconsin-Stout 
Menomonie WI 54751 
715-232-2216 
Advisor 
Carol Seaborn, Ph. D., R.D, CD, CFCS 
Food and Nutrition Department 
415 East 10th Ave 
University of Wisconsin-Stout 
Menomonie WI 54751 
715-232-2216 
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Research Grant Application 
I. Introductory Information and Evaluation Form 
Complete the top section of the evaluation form and include with your proposal. 
II. Introduction/Background 
The purpose of this study is to determine if nursing home food service workers are 
satisfied with their job. This study will also determine if the nursing home food service 
workers are commited to the organization even if they are dissatisfied with their job. 
This study will also determine how job satisfaction and organizational commitment are 
viewed among the different generations working in nursing home food service. Much of 
the research regarding job satisfaction and organizational commitment in the food 
industry relates to fast food workers, college dining employees or hospital food service. 
When researching for job satisfaction and organizational commitment of nursing home 
workers, much of the research is conducted towards nurses and nurse's aides but little is 
known specifically for nursing home food service workers. There is plenty of research 
done onjob satisfaction and organizational commitment through the Hotel and Tourism 
Industry, Psychology and Business departments. 
III. Objectives 
The objectives are to: (1) To define job satisfaction and organizational commitment (2) 
To measure and analyze components pertaining to job satisfaction and organizational 
commitment (3) To assess the impact of job satisfaction and organizational commitment 
among the generational nursing home food service workers. The data collected from this 
survey will be analyzed to assess if changes are needed to to provide job satisfaction and 
organizational commitment in nursing home foodservice. The results of this study could 
be used to develop a managerial and human resource tool to improve conditions or 
situations towards job satisfaction and organizational commitment for employees in 
nursing home food service. 
IV. Methods 
Food service employees from 44 nursing homes in the counties of West Central 
Wisconsin will be recruited for the study. Those counties of West Central Wisconsin are 
St. Croix, Dunn, Chippewa, Pierce, Pepin, Eau Claire, Buffalo, Trempealeau, and" 
Jackson. All nursing home food service supervisors in these counties will be contacted by 
letter or phone requesting their employees to participate in the study. A self-stamped 
envelope will be provided to send the letter back to the investigator if the nursing home 
food service workers from their facility wish to participate in the study. A time will be 
determined to give the survey. The investigator will administer the survey to the 
employees at their convenience so the employees will have the freedom to answer the 
questions without the supervisor's influence. Those employees under eighteen years-old 
will be exempted from the study. The employees wanting to participate in the study will 
be given an implied consent form to read before filling out the survey. The investigator 
will let the participants know that filling out the survey is strictly voluntary and anyone 
wanting to withdraw from participating in the survey may stop at any time. All 
-----~----~-----------------
completed surveys will be put into unmarked envelopes and sealed by the subject to 
ensure the surveys will be unidentifiable. 
V. Timeline 
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The project was approved by the IRB on February 23,2005. As of April 5 2005, I started 
to contact the nursing home food supervisors to meet with them or to send the 
information about the thesis and how the survey will be conducted. The data collection 
should be completed by June 1,2005. The literature search should be completed by July 
of2005. The report writing should be completed by September of2005.The analysis of 
the data should be completed by October 2005. The final project should be completed by 
February of2006. Throughout each step of completing my research project, I am 
requesting some financial assistance for traveling, business supplies, telephone calls to 
the nursing home facilities, and publication costs. 
VI. Dissemination 
I will present my findings at the Stout Student Research Day. I would like to present my 
findings at American Dietetic Association Annual National Conference, Wisconsin 
Dietetic Association Annual State Conference, and send the findings to each of the food 
supervisors whose employees participated in the survey process. 
VII. Budget 
Gas- $100.00 
Multi-purpose copy paper "IIXI7"- $10.00 
Printing surveys- $20.00 
Poster supplies for presenting research project- $10.00 
Telephone calls-$40.00 
AppendixC 
List of Nursing Homes in the Counties Included in the 
Stratified Random Selection (The Nursing Homes Eventually 
Surveyed are Bolded) 
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Dunn County: American Lutheran Home-Menomonie 
Dunn County Health Care Center 
Chippewa County: The Rutledge Home 
MapleWood 
Pepin County: Oakview Care Center 
Eau Claire: Dove Healthcare Nursing Home 
Trempealeau County: Marinuka Manor 
Buffalo County: American Lutheran Home 
Eau Claire: Augusta Area Nursing Home 
St. Croix County: Glenhaven INC 
Jackson County: Pine View Care Center 
Pierce County: Heritage of Elmwood Nursing Home 
Spring Valley Healthcare Center INC 
8t. Croix County: American Heritage Care Center 
Trempealeau County: Trempealeau County Health Care Center 
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Appendix D 
Letter to the Nursing Home Supervisors 
Linda Stranglen 
Graduate Student at the University of Wisconsin-Stout 
12410th Ave E 304 North Hall 
Date 
Food Service Supervisor 
Area Nursing Home 
Address 
City, WI 
Dear. Ms./Mr. 
Menomonie WI 54751 
The purpose for this letter is to contact you to see if you would be willing to aHow 
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. me to administer a survey to your food service employees at a time and date that 
would be convenient in their work schedules perhaps before or after a shift. I will 
administer the survey, and it will take about fifteen minutes to complete. Surveys 
will not be identified to any facility. All data collected from the survey will be held 
strictly in confidence. 
I am currently a graduate student and Certified Dietary Manager working on my 
thesis in the Food and Nutritional Sciences Masters program at the University of 
Wisconsin-Stout. 
The title of my thesis is Job Satis/actioll and Organizational Commitment 0/ Nursing 
Home Food Service Workers in West Central Wisconsin. Being in food service 
working for over 25 years makes me aware of the challenges of retaining employees. 
The results from this survey will be used to complete my thesis. 
I would appreciate any assistance from you and the food service employees towards 
making my thesis a success. If after our initial discussion the food service employees 
are willing to fill out the survey for my thesis, would you please send back your 
Willingness to Participate in the Survey in the self addressed envelope by March 20, 
2006. I will then contact you to set up a convenient time for the food service 
employees to fill out the survey. 
Sincerely, 
Linda Stranglen CDM CFPP 
Appendix E 
Willingness to Participate 
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Willingness to Participate in the Survey 
Some food service employees have volunteered to fill out the survey. 
Date: 
-----------------
Facility: ________________________________ _ 
Supervisor's name (please print) ________________________________ ---
Supervisor's telephone number: _________________________ _ 
Supervisor's signature: _______________________________________ _ 
Supervisor will be contacted in person or by phone to set up a date and time for 
surveys to be given. . 
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Job Satisfaction and Organizational Com.mitment Survey 
Instructions 
The following two pages have statements which pertain to Job 
Satisfaction. The last page has statements which pertain to 
Organizational Commitment. After reading each statement, circle only 
ONE number that you honestly feel applies to your current job and 
organization. The results from this survey can be used as a managerial 
and human resource tool to improve conditions or situations towards 
job satisfaction and organizational commitment. 
Thank you for your honesty, time and cooperation. 
1 
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Job Satisfaction Survey 
Please write down the year you were born: 
Please circle the one number for each question that comes Closest to reflecting your opinion about it. 
1 =Disagree very much 2=Disagree moderately 3=Disagreeshghtly 
4=Agree slightly 5=Agree moderately 6=Agree very much 
1.' I feel I am being paid a fair amount for the work I do. 1 2 3 4 5 6 
2. There is really too little chance for promotion on my job. 1 2 3 4 5 6 
3. My supervisor is, quite competent in doing his/her job. 1 2 3 4 5 6 
4. I am not satisfied with benefits I receive. 1 2 3 4 5 6 
5. When I do a good job, '-receive the recognition for it that 
I should receive. 1 2 3 4 5 6 
6. Many of our rules and procedures make doing a good job 
difficult. 1 2 3 4 5 6 
7. I like the people I work with. 1 2 3 4 5 6 
8. I sometimes feel my job is meaningless. 1 2 3 4 5 6 
9. Communications seem good within this organization. 1 2 3: 4 5 6 
10. Raises are too few and far between. 1 2 3 4 5 6 
11. Those who do well on the job stand a fair chance of being 
promoted. 1 2 3 4 5 6 
12. My supervisor is unfair to me. 1 2 3 4 5 6 
13. The benefits we receive are as good as most other 
organizations offer. 1 2 3 4 5 6 
14. I do not feel that the work I do is appreciated. 1 2 3'> 4 5 6 
15. My efforts to do a good job are seldom blocked by red tape. 1 2 3 4 5 6 
16. I find I have to work harder at my job than I should because 
of the incompetence of people I work with. 1 2 3 4 S 6 
2 
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1 = Disagree very much 2=Disagree moderately 3=Disagree slightly 
4=Agree slightly 5=Agree moderately 6=Agree very much 
17. I like doing the things I do at work. 1 2 3 4 5 6 
18. The goals of this organization are not clear to me. 1 2 3 4 5 6 
( 
19. I feel unappreciated by the organization when I think about 
what they pay me. 1 2 3 4 5 6 
20. People get ahead as fast here as they do in other places. 1 2 3 4 5 6 
21, My supervisor shows too little interest in the feelings of 
subordinates. 1 2 3 4 5 6 
22. The benefit package we have is equitable. 1 2 3 4 5 6 
23. There are few rewards for those who work here. 
24. I have too much to do at work. 1 2 3 4 5 6 
25. I enjoy my coworkers. 1 2 3 4 5 6 
26; I often feel that I do not know what is going on with the 
organization. 1 2 3 4 5 6 
27. I feel a sense of pride in doing my job. 1 2 3 4 5 6 
28. I feel satisfied with my chances for salary increases. 1 2 3 4 5 6 
29. There are benefits we do not have which we should have. 1 2 3 4 5 6 
30. I like my supervisor. 1 2 3 4 5 6 
31. I have too much paper work. 1 2 3 4 5 6 
32. I don't feel my efforts are rewarded the way they should be. 1 2 3 4 5 6 
33. I am satisfied with my chances for promotion. 1 2 3 4 5 ·6 
34. There is too much bickering and fighting at work. 1 2 3 4 5 6 
35. My job is enjoyable. 1 2 3 4 5 6 
36. Work assignments are not fully explained. 1 2 3 4 5 6 
This survey was developed by Paul Spector (1985) 
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Organizational Commitment Survey 
Please circle the one number for each question that comes closest to reflecting your opinion abdut it. 
1 =Disagree very much 2=Disagree moderately 3=Disagree slightly 
4=neutral 5=Agree slightly 6=Agree moderately 7=Agree very much 
1. I am quite proud to be able to tell people who it is 
that I work for. 1 2 3 4 5 6 7 
2. I sometimes feel like leaving this employment for 
good. 1 2 3 4 5 6 7 
3. I'm not willing to put myself out just to help the 
organization. 1 2 3 4 5 6 7 
4. Even if the firm were not doing too well financially, 
I would be reluctant to change to another employer. 1 2 3 4 5 6 7 
5. I feel myself to be part of the organization. 1 2 3 4 5 6 7 
6. In my work I like to feel I am making some effort, 
not just for myself,but for the organization as well. 1 2 3 4 5 6 7 
7. The offer of a bit more money with another employer 
would not seriously make me think of changing my job. 1 2 3 4 5 6 7 
8. I would not recommend a close friend to join our staff. 1 2 3 4 5 6 7 
9. To know that my own work had mad'e a contribution to 
the good of the organization would please me. 1 2 3 4 5 6 7 
This survey was developed by J. Cook and T. D. Wall (1980) 
Demographic Data 
Please put an X in the blank that best describes you. 
Gender: male__ female __ 
Employment at this facility: years __ months __ 
Education: high school __ coIlege ___ technical college __ 
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